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SECTION I: REGIONAL DESIGNATION  
 

 Workforce Region Name:  North Central  

 Workforce Development Area Name and Number:  North Central WDA 8  

 Counties: Chelan, Douglas, Grant, Adams, Okanogan 

 Fiscal Agent:  SkillSource 

SECTION II: REGIONAL COMPONENT 
 
Regional Analysis 

A.  Existing and Emerging In-Demand Industry Sectors 
 
The North Central Washington Workforce Development Area (NCWDA) is made up of five counties 
in central Washington. From the Cascade crest, east to the Columbia Basin, its 14,000 square miles 
make it the State’s second largest workforce Area. The region has a semi-arid climate and supports 
a variety of industries including agriculture, healthcare, retail and manufacturing. Over the past few 
decades, recreation and leisure has become another important economic sector. Sectors that are 
viewed as having a large potential for growth are high-tech manufacturing, as well as the growth of 
agriculture into a sector that is more tech-focused. 

 
Overview of Labor Market Areas 
The five counties comprising Workforce Development Area 8 comprise three labor market areas. 
These areas are Chelan-Douglas, Grant-Adams, and Okanogan. Breaking the counties into three 
labor market areas makes it easier to provide oversight for systems development in such an 
expansive region. 
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Table 1A-1: Regional Employment By Sector, 2014 

Major Employment Sectors Chelan Douglas Grant Adams Okanogan 

Total 

Employed % 

Agriculture, forestry, fishing & hunting 9,962 3,258 10,658 2,111 6,234 32,223 27% 

Government (All Levels) 6,356 2,115 8,051 1,547 4,650 22,719 19% 

Health care and social assistance 5,602 878 2,714 738 1,561 11,493 10% 

Retail trade 4,379 1,366 3,209 615 1,824 11,393 10% 

Manufacturing 2,015 473 4,988 1,086 492 9,054 8% 

Accommodation and food services 4,097 667 2,142 366 1,180 8,452 7% 

Wholesale trade 2,464 392 1,571 439 227 5,093 4% 

Construction 1,562 470 1,169 90 454 3,745 3% 

Administrative and waste services 668 294 1,148 29 202 2,341 2% 

Transportation and warehousing 419 223 928 419 238 2,227 2% 

Professional and technical services 756 273 361 58 196 1,644 1% 

Finance and insurance 642 0 447 77 184 1,350 1% 

Arts, entertainment, and recreation 482 353 255 25 142 1,257 1% 

Information 493 154 256 18 134 1,055 1% 

Real estate and rental and leasing 490 138 280 19 120 1,047 1% 

Other services 948 146 620 81 306 2,101 1% 

Total 41,345 11,384 38,886 7,740 18,362 117,717 100% 

Source: LMEA/ESD County Data profiles 2014 

 
Chelan and Douglas Counties  
Tree fruit and wheat are the primary products that make up the agriculture industry. The soil and 
weather, coupled with the irrigation system supported by the region’s hydroelectric dams, makes 
the area ideal for growing apples, cherries, and pears. A highly advanced grower-to-consumer 
agricultural industry is in place to deliver top produce or value-added products, such as frozen foods 
and juices, to markets worldwide.  
 
Wenatchee and East Wenatchee is the economic center for the two-county area. These cities are 
home to the region’s retail complexes and major healthcare facilities.  Recreation and leisure is 
largely concentrated in Chelan and Leavenworth. 
  
Unemployment Trends – The Wenatchee MSA had an average unemployment rate of 6.7 percent 
for 2014. This is down from 7.6 percent in 2013. The Great Recession affected the area in 2009 
when the unemployment rate went from 5.5 percent in 2008 to 8.0 percent in 2009. Discouraged 
workers (job seekers that drop out of the labor force by no longer actively looking for work) 
increased throughout 2010 and 2011.  However, the Civilian Labor Participation Rate for CD is now 
only slightly below the state average, increasing from 59,177 residents to 60,270 residents from 
2013 to 2014, at 1.8% increase. Unemployment is expected to increase during 2016, with the idling 
of the Alcoa Wenatchee Works Plant in Malaga in January 2016.  
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Industry Trends – From 1990 to 2012 the Wenatchee MSA has had an annual average growth rate 
of 1.5 percent in nonfarm production, while the private sector grew at an annual average rate of 1.4 
percent. In 2014, the Wenatchee MSA’s nonfarm economy had 3.2% growth, which was faster than 
the state average of 2.7%. 75% of jobs added in this period were in the construction, healthcare, 
and recreation and leisure sectors.     
 
The Wenatchee MSA peaked in yearly average employment figures in 2008 at 40,200 jobs, a figure 
which was only surpassed in 2014. Employment in the MSA has increased year to year for every 
month since June 2012. 
 
Grant and Adams Counties  
Grant and Adams counties are part of the Columbia Basin. Fertile soil, abundant water and plenty of 
sun make this the state's premier agricultural area. Key crops in the area are potatoes, corn, onions, 
beans, mint, hay, and various tree fruits. 
 
Moses Lake is the largest city in the area, serving as the retail center of the two-county region, and 
Quincy has earned notoriety for the number of high-tech companies that have recently built data 
centers in the area.  
 
Unemployment Trends – Since 2000, Adams County’s lowest unemployment rate, 5.9 percent, was 
reached in 2007. In 2014 there were 8,540 individuals in the civilian labor force, a 1.8% increase 
from 2013. Of those in the labor force, 7,378 were employed, for an unemployment rate of 7.7%.  
The peak unemployment rate was reached in 2010 at 10.5 percent.  
 
Grant County’s lowest unemployment rate was also in 2007, at a rate of 5.8 percent. In 2015 there 
were 45,712 individuals in the civilian labor force with 42,263 of them being employed, for an 
unemployment rate of 7.1%. This was a decline from the 2014 unemployment rate of 7.7.  The labor 
force of Grant County increased by 2.3% from 2014 to 2015, totaling 45,712 individuals in the 
workforce. This marks a reversal of a shrinking labor force in post-recession years in the county.   
 
Industry Trends – In 2013, around three quarters of jobs in Adams County were in the agriculture, 
local government, manufacturing, retail or healthcare sectors. Agriculture was the largest sector, 
with around a quarter of all jobs being in that industry. The fastest growing of these sectors was 
manufacturing, the bulk of which is in food processing.    
 
Manufacturing has above average employment around Moses Lake. REC Silicon, Takata, SGL, Genie 
and Chemi-Con have manufacturing operations in the Grant County.  
Food processing companies have located in this agricultural area and employ 10% of the workforce.  
 
Okanogan County  
Okanogan County is the largest county in the state by land area, covering 5,268 square miles. 
However, because it is trisected by two north-south mountain ranges and is far from major 
roadways, the county is rural and has only 42,230 residents. There are five distinct micro labor 
market areas in the county, identified as the Central Valley, North Valley, Methow Valley, South 
County, and East County. The Colville Reservation, he largest of Washington State’s reservations, is 
located in Okanogan County.   
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Figure 1A-1: Okanogan Micro Labor Markets and Economic Drivers 

Okanogan Micro Labor Market Area Economic Drivers* 

Central Valley - Omak, Okanogan 
apples, plywood, ranching, retail, forestry, healthcare, 
recreation 

North Valley - Tonasket, Okanogan 
apples, pears, vineyards, Forest Service, timber, health care 

Methow Valley - Twisp, Winthrop 
apples, tourism via the North Cascades Highway,  ranching, 
limited timber, forestry 

South County - Bridgeport, Brewster, 
Pateros 

hydropower, apples 

East County - Nespelem, Coulee Dam hydropower, timber, ranching 

Source:  Okanogan County, 2006 

 
*School districts, municipal and social services are an economic driver throughout Okanogan County. 

 
Unemployment Trends – The average not seasonally adjusted unemployment rate in Okanogan 
County was 7.4 percent in 2014. This was a 1.3 percent decrease from 2013, and down from the 
peak rate of 10.7 in 2010. These declines were due more to residents dropping out of the labor 
force than industrial expansion. However, reopening the plywood mill in 2014 contributed to 
Employment growth in 2014 which was up 2.4% over 2013, the best year since the Recession.  Labor 
Force growth also increased 2.3% from 2014 to 2015. Okanogan County tends to have a higher 
unemployment rate than other counties in North Central Washington due to an especially seasonal 
workforce based largely in agriculture and tourism.  
 
Industry Trends – Employment peaked in 2008 followed by job losses in 2009, 2010, and 2011. The 
losses stopped in 2012 but no significant gains were made until 2014. Manufacturing edged up 
while construction dropped. The service-providing sector posted the majority of growth within retail 
trade. Government employment contracted as fiscal tightening continues to take hold.  
 
The public sector employs approximately 25 percent of the Okanogan County workforce. The single 
largest employer in the county, with more than 2,000 employees, is the Confederated Tribes of the 
Colville Reservation and Colville Federal Enterprise Corporation (CFEC) headquartered in Nespelem 
and Grand Coulee. For the purpose of compiling labor market statistics, Colville employees are 
considered governmental or public sector workers. The CFEC owns Mill Bay Casino, the new 12 
Tribes Casino, and Coulee Dam Casino. Outside of the gaming commission, the Tribes also have fish 
and wildlife operations, law enforcement, parks and recreation, among other entities.  

 
The Importance of Agriculture 
Agriculture will continue to be the foundation of the North Central Washington economy. Apples, 
cherries, pears, wine grapes, wheat, hay, potatoes, corn, and mint, are the major crops produced in 
the region. The agricultural industry employs the greatest number of workers of any industry in 
North Central Washington and the Columbia Basin.  
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Table 1A-2: North Central Agricultural Employment 

County 
Agricultural 
Employment 

2014 

Agricultural 
Employment 

Change 
Since 2011 

Percentage 
Change in 

Employment Since 
2011 

Percent of Total 
Employment in 

Each County 
2014 

Adams 1,896 240 14.49% 25.7% 

Chelan/Douglas 13,220 768 6.16% 26.3% 

Grant 10,041 1,132 12.7% 27.0% 

Okanogan 5,694 167 3.02% 32.5% 

Total 30,851 2307 8.08% 27.9% 

Source: LMEA/ESD US Department of Labor Statistics, Quarterly Census of Employment and Wages (2011, 2014 Annual Average) 

 
Employment figures for agriculture have increased by 8% after reaching a low point in 2011. The 
total inflation-adjusted value of agricultural products produced in the region has increased by 51% 
since 2002. Though irrigation issues and increasingly stringent health and safety, environmental, 
and labor laws make conditions for farmers and orchardists more proscriptive than before, the 
number of individuals employed in agriculture has experienced a net increase from 2011 to 2014. 
Even though the total amount of land cultivated has decreased by around 6% both the total value of 
production, and the number of individuals employed in agriculture has increased.  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
The agricultural industry accounts for nearly 28 percent of total employment in the Region, up from 
26 percent in 2011.  On the other hand, wages account for 19.1 percent of total payroll for the 
region. This is up from 17.6% in 2011, a positive trend for farm workers. The disparity between the 
number of agricultural laborers and their compensation as a percentage of total personal income is 
caused less by pay rates and more by the seasonality of the work. This is reflected by the difference 
in seasonal unemployment rates in our region compared to the rest of the state, which peak in 

Figure 1A-2: North Central Seasonal Unemployment 

 

Source: US Bureau of Labor Statistics, Retrieved from FRED, Federal Reserve of  St.Louis 
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January and are at their lowest in October, while the state of Washington as a whole has more 
steady trends.   
 

From 2002 until 2012, the amount of land cultivated declined six percent. However, market value of 
production during this period increased from $1.5 billion to $2.9 billion. At the same time, the 
number of farms and orchards decreased ten percent. However, employment has increased steadily 
season to season. This is because many smaller farmers have opted for consolidation and 
absorption into larger companies. The factors driving consolidation are affected by export 
sensitivities, especially those caused by striking port workers, as well as a relatively strong dollar, 
making export markets more difficult to access. The high cost of labor presented under the H-2A 
visa program has also presented a challenge to some farmers, who may have trouble finding 
laborers domestically. The industry as a whole has increased its profitability due to innovations in 
supply chain management, as well as new forecasting models that allow large fruit companies to 
allocate resources more efficiently. An additional concern for the tree fruit industry in particular 
going forward is the containment of pests such as the Asian Gypsy Moth and the Apple Maggot.   
 

Table 1A-3: North Central Agricultural Production, 2012 

County 
Number of 

Farms/Orchards 

Cultivated 
Land in 
Acres 

Change in 
Cultivation 
since 2002 

Average 
Farm/Orchard 

Acreage 

Market Value 
of Production 

Average 
Production 
per Farm 

Chelan 890 75,820 -32% 85 $206,470,000 $231,999 

Douglas  849 814,109 -7% 959 $199,041,000 $234,442 

Grant 1,552 963,784 -10% 621 $1.7 Billion $1,135,499 

Adams  713 1,036,975 -3% 1,454 $430,155,000 $603,302 

Okanogan  1,499 1,205,285 1% 832 $287,120,000 $198,150 

TOTALS 5,503 4,095,973 -6% 790 $  2.9 Billion $524,265 

Summarized from data developed by the National Agricultural Statistics Service Agricultural Survey 2002. 2012 

 

Employment and Earnings 
 

Table 1A-4 shows economic sectors by the number of people employed, along with their covered 
wages. While agriculture employs 27% of the workforce, due to its seasonality it accounts for 19.1 
percent of wages.  This is a 2 percent greater share of income than in 2011. The public sector 
employs 17.8 percent of the workforce but pays 25.0 percent of total wages. This sector includes 
Cities, Counties, Public Utilities, Public Schools, Community Colleges, Fire Fighters, along with State 
and Federal agencies like the State Patrol and Forest Service.  
 
There is a significant drop in both employment and wages down to third largest sector, retail trade.  
At 9.7 percent of the workforce, it pays 7.5 percent of total wages. Health care and social assistance 
is a relatively large industry in north central Washington with 9.8 percent of the workforce, but pays 
nearly twelve percent of total wages.  
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Due to seasonality lower average yearly pay industries are as follows: accommodation and food 
services; arts, entertainment, and recreation; and agriculture. These industries, while still 
maintaining employment through the winter months, contain the majority of their employment 
within the summer months. 
 
 

Table 1A-4: Employment and Earnings by Industry in the North Central WDA, 2014 

Sector Jobs 
Covered Wages 

2014 
Jobs % 

Covered 
Wages % 

Average Wage 
Per Worker Per 

Year 

Agriculture 32,223 $742,372,077  27.4% 18.6% $23,038.58  

Public Sector 20,915 $ 997,889,875  17.8% 25.0% $47,711.34  

Retail Trade 11,393 $299,958,833  9.7% 7.5% $26,328.34  

Healthcare & Social 11,493 $477,497,392  9.8% 11.9% $41,546.80  

Manufacturing 9,054 $426,419,235  7.7% 10.7% $47,097.33  

Accommodation & Food 8,452 $136,667,189  7.2% 3.4% $16,169.80  

Wholesale Trade 4,726 $239,458,784  4.0% 6.0% $50,668.69  

Construction 4,693 $168,299,510  4.0% 4.2% $35,860.62  

Transportation and Utilities 2,227  485,591,318  1.9% 2.1% $38,433.46  

Administrative and Waste 2,341  $56,868,102  2.0% 1.4% $24,292.23  

Professional and Technical 1,644 $74,157,923  1.4% 1.9% $45,108.23  

Finance and Insurance 1,480 $66,667,350  1.3% 1.7% $45,045.51  

Arts, Entertainment, and 1,257 $22,331,094  1.1% 0.6% $17,765.39  

Information 1,055 $45,143,619  0.9% 1.1% $42,790.16  

TOTAL  
(Including Other Industries) 

117,717 $3,995,806,873  96.1% 96.0% $36,603.09 

Source: LMEA ESD, County Data Profiles 2014 

 

 
Employment by Occupation 
 
Table 1A-5 shows the top ten high skilled occupations in North Central Washington by job title, 
number employed in 2013, projected annual average growth rate from 2013 – 2018, and projected 
2018-2023 annual job openings, and finally average yearly pay.  The jobs listed here will require 
some sort of post-secondary education and are listed due to the number of people employed, the 
annual average growth rate, and the overall stability of the industries.  The average annual openings 
column takes into account not only growth, but also job turnover and retirements.  
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Table 1A-5: Top Ten High Skilled Occupations for NCWDA 2013-2023 

Occupations 
Estimated Employment 

Projected 
Yearly Growth Rate 

Projected 
Yearly Openings 

2013 2018 2023 2013-18 2018-23 2013-18 2018-23 

Education and Training  7,103 7,800 8,389 1.89% 1.47% 292 295 

Healthcare Practitioners 5,593 6,362 6,940 2.61% 1.75% 293 261 

Management 4,648 5,113 5,418 1.93% 1.17% 184 175 

Health Diagnostics and Technicians 3,736 4,137 4,515 2.06% 1.76% 184 172 

Teachers (Non-Elementary) 3,375 3,710 3,977 1.91% 1.40% 149 146 

Registered Nurses 2,018 2,466 2,691 4.09% 1.76% 129 101 

Life, Physical and Social Science  1,453 1,501 1,556 0.65% 0.72% 57 61 

Community and Social Service  1,296 1,418 1,522 1.82% 1.43% 55 56 

Architecture and Engineering  1,213 1,340 1,437 2.01% 1.41% 52 52 

Financial Specialists 1,080 1,162 1,224 1.47% 1.05% 43 44 

 
Table 1A-6 shows the top ten low to medium skilled occupations in North Central Washington. 
These occupations are chosen due to the industry size, annual average growth rate, and the overall 
stability and growth possibilities within the local area. These occupations vary in education and 
experience level. This may vary from jobs that could be done without a high school diploma, to jobs 
that may require an associate’s degree.  

 

 

Table 1A-6:  Top Ten Entry to Moderate Skilled Occupations in NCWDA 2013-2023 

Occupation 

Estimated Employment 
Projected Yearly 

Growth Rate 
Projected Yearly 

Openings 

2013 2018 2023 2013-18 2018-23 2013-18 2018-23 

Office Clerks 12,360 13,300 14,057 1.48% 1.11% 456 436 

Food Preparation and Servers 7,941 8,787 9,398 2.05% 1.35% 495 387 

Retail Sales Workers 7,876 8,422 8,753 1.35% 0.77% 445 335 

Building and Grounds Cleaning  6,053 6,599 7,030 1.74% 1.27% 237 236 

Construction Trades Workers 4,407 5,497 5,989 4.52% 1.73% 300 193 

Building Cleaning & Pest Control 4,187 4,557 4,841 1.71% 1.22% 155 156 

Cashiers 3,871 4,119 4,260 1.25% 0.68% 246 165 

Maids and Housekeeping  2,768 2,983 3,141 1.51% 1.04% 97 97 

Information and Record Clerks 2,668 2,801 2,973 0.98% 1.20% 97 112 

Hand Packers and Packagers 2,096 2,352 2,572 2.33% 1.80% 110 105 
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Future Job Vacancies 
Washington State Employment Security Department economists conduct point-in-time surveys to 
determine job vacancies in the state. Table 1A-7 shows the type and number of jobs employers’ 
project they will fill from 2018-2023. ESD determines the industries and occupations with the most 
anticipated vacancies, and determines approximately how many openings will be due to growth, 
and how many openings due to attrition.   The sector with the most expected long term openings is 
Growth in Agriculture employment over the next five years is projected to follow the same trend as 
the past five years, creating about 800 new jobs. 
 
Health Care is projected to create over 550 new professional occupations and 300 support 
positions, nearly ten percent growth over the next five years.   The other high skilled group 
projected to create over 500 new jobs in the next five years is Education. 
 
The table also shows the five major entry to moderate skill occupational groups that are also 
projected to create at least 100 new jobs per year between 2018 and 2023. 
 

Table 1A-7: Projected North Central Job Vacancies by Occupational Group 2018-2023 

Major Occupation Group Annual Vacancies 

2018-2023 

Annual Newly Created 

Positions 2018-2023 
Management  175 61 

Business and Financial Operations 100 32 

Computer and Mathematical  32 15 

Architecture and Engineering  52 17 

Life, Physical, and Social Science  61 9 

Community and Social Service  56 21 

Legal  16 7 

Education, Training, and Library  295 114 

Arts, Design, Entertainment, Sports, and Media  67 22 

Healthcare Practitioners and Technical 261 113 

Healthcare Support  127 61 

Protective Service  75 20 

Food Preparation and Serving Related  387 123 

Building and Grounds Cleaning and Maintenance  236 87 

Personal Care and Service  146 58 

Sales and Related  468 113 

Office and Administrative Support  436 148 

Farming, Fishing, and Forestry  1,039 166 

Construction and Extraction  227 107 

Installation, Maintenance, and Repair  215 64 

Production  258 83 

Transportation and Material Moving  401 143 

Total, All Occupations 5,130 1,584 

Source: LMEA County Data Profiles, 2015 
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Table 1A-8 indicates the characteristics and requirements of job openings in East Rural Washington.  
East Rural Washington is defined as all counties in Washington east of the Cascade Mountains 
except for Benton, Franklin, Spokane and Yakima Counties.  Of job openings in the region, 61% are 
indefinite positions while 39% are temporary.  This reflects the large number of seasonal agriculture 
recreation positions.  The low number of jobs requiring advanced degrees, and high percentage of 
jobs that are not permanent or full time explain why earnings in North Central Washington, on 
average, are lower than the rest of the state.    
 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Figure 1A-3 shows regional employment by the top five private industry sectors.  Approximately 
19% of all workers in NCW are classified as “government” employees.  The majority work in utilities, 
education, public safety, transportation, libraries and other fields that may not traditionally be 
thought of as “government.” By far the largest industry in the region is agriculture, followed by 
healthcare and retail.  
 

Figure 1A-3:  Employment in NCW by Sector 

 

Source: ESD LMEA County Data Profiles 2014 
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Table 1A-8: Characteristics of Job Vacancies in East Rural Washington 

Full Time 62.0% 

Permanent 60.7% 

Requires Certification or License 37.7% 

Requires Experience 32.7% 

No Educational Requirement 37.8% 

Requires H.S. Diploma 33.9% 

Requires Some College 3.1% 

Requires Associates or Vocational Degree 4.8% 

Requires Bachelor’s Degree 11.0% 

Requires Graduate Degree 1.9% 

Source: ESD, 2014 Job Vacancy and Hiring Survey Report 
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Industry Clusters  
This list includes State Strategic Clusters for the area and the WDC Regional Clusters from the 
document Coordinating Workforce and Economic Development Around Strategic Industry Clusters: A 
Progress Report on Substitute House Bill 1323. 
 
Industry Sectors Most Important to the Region  

 Health Care  

 Agriculture  

 Food Processing 

 Chemical and Metal Manufacturing 

 Electric Utilities 

 Trade 

 
Economic Development Strategies 
The region’s economic development strategies are quite diverse with the various economic 
development groups in the area. Each area’s economic development groups will be discussed below 
to give a brief overview of their purpose and goals. 
 
The Economic Alliance of Okanogan County’s purpose is to create an effective partnership in 
Okanogan County between private enterprise, county, tribal, and local governments to implement 
strategies for growth. Recreation and leisure has taken a more important role in the region with the 
completion of 12 Tribes Casino in Omak.  
 
The Economic Development District (EDD), which covers Okanogan, Chelan and Douglas counties, 
also provides support for developing and smaller businesses. The group fosters contacts within the 
area for entrepreneurship growth and small business growth. While there are larger businesses 
interested in coming in to the area, the EDD has concentrated on small business.  
 
The Port of Chelan County and the Port of Douglas County have mainly concentrated on larger 
projects. The Pangborn Memorial Airport is an ongoing project for both of the counties along with 
Ag tourism, including winemaking, and information technology. These two groups have focused on 
various sectors, but manufacturing has been the latest projects for both of the groups.  
 
The Grant County Economic Development Council has historically and currently concentrated on the 
manufacturing sector. They seek to bring together various development groups to bring in larger 
manufacturing facilities. A new ACF/SGL plant produces carbon fiber for BMW cars and Amway 
opened a facility in Quincy to produce dietary supplements.  

B.  Demographic Characteristics 
 

As a whole, North Central Washington has lagged behind much of the state on a number of key 

demographic indicators. The NCWDA is generally less educated than the rest of the state, largely 

because the biggest economic sectors in the region require more entry-to-moderate skilled labor.  

The region has a slightly older population than the rest of the state, due to a net out-migration of 

millennial age workers. That said, the largest single age group in the region is made up of those 
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under 18.  The region has a large and growing Latino population. There is also a sizeable Native 

American population, located mostly in Okanogan County.   

Area Wages 
Overall, earnings are up across the region, but the gap between average earnings in North Central 
Washington and Statewide is increasing. The average annual wage in North Central is less than two-
thirds the Statewide average ($34,370 compared to $53,030. In the region the highest average 
annual wage is in Chelan County, at $35,931 a year. The second highest is in Grant County, at 
$35,884; third in Adams County at $35,799; fourth is Douglas County at 31,490; and Okanogan 
County has the lowest average annual wage at $28,828 a year.  

 

Table 1B-1: Wages Per Worker by County 2014 

County 
Number of 

Workers 
Average Annual 

Wage 
Average Monthly 

Gross Income 
Statewide Average 

Adams 7,745 $35,779 $2,752 

$53,030/yr., 
$4,419/mo. 

Chelan 41,341 $35,931 $2,764 

Douglas 11,379 $31,490 $2,424 

Grant 38,887 $35,884 $2,760 

Okanogan  18,359 $28,828 $2,176 

Source: Quarterly Census of Employment and Wages (2014), WA ESD LMEA (2014) 

 

 
Population Growth  
The total population for the five county area is 273,479 (2016), with projected growth of just over 
12 percent over thru 2026. This is higher than the state’s projected population growth of 11 percent 
over the same period. 
 

The Chelan-Douglas population is 116,299 (2016), and is expected to increase 11 percent by 2026. 
An arid climate, quality healthcare, and recreational opportunities without the bustle of the I-5 
corridor contribute to net in-migration. Both Chelan and Douglas Counties are currently growing at 
an annual rate of 1.1 percent, though Douglas County is expected to show greater population 
increase, 15 percent, than Chelan County, at 9 percent, over the next ten years. 
 

Okanogan County’s population of 42,012 grew at an annual rate of less than one percent between 
2014 and 2015. The county’s population growth is expected to remain sluggish, increasing only 4.1 
percent over the next ten years. 
 

Grant and Adams County’s combined population is 115,168.  Through 2026, Grant County’s 
population is expected to grow over 17 percent and Adams County by over 13 percent. 
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Table 1B-2: North Central Washington Population 

County Population 

2015 

Intermediate 

Estimate 2020 

Intermediate 

Estimate 2025 
Projected 

Increase 2015-25 

Population of five largest 
cities and towns (2014) 

Chelan 75,180 78,586 81,885 9.13% 

Wenatchee 33,261 

Chelan 3,981 

Cashmere 3,137 

Leavenworth 1,979 

Entiat 1,154 

Douglas 40,603 43,619 46,662 14.92% 

East Wenatchee 13,505 

Bridgeport 2,434 

Waterville 1,161 

Rock Island 792 

Mansfield 327 

Grant 95,822 104,078 112,525 17.43% 

Moses Lake 21,713 

Ephrata 8,031 

Quincy 7,355 

Mattawa 4,579 

Warden 2,749 

Adams 20,257 21,640 22,964 13.36% 

Othello 7,703 

Ritzville 1,671 

Lind 569 

Washtucna 204 

Hatton 102 

Okanogan 42,230 43,163 43,978 4.13% 

Omak 4,848 

Okanogan 2,571 

Brewster 2,354 

Oroville 1,679 

Tonasket 1,018 

Source: 2014 Census Estimates and 2014 American Community Survey 5-Year Estimates and Growth Management Act Projections by OFM 

 

 
Workforce Participation  
North Central’s 62.3 percent workforce participation rate was slightly less than the state average of 
63.5 percent in 2014. The workforce participation rate measures the number of people over age 16 
who were employed or actively seeking work (excludes incarcerated and military). The rate dropped 
after the Recession but is now increasing. According to State Data, the Labor Force Participation 
rate increased in Chelan and Grant counties from 2014 to 2015, bucking a national trend. Data is not 
available for the other counties in the region for 2014.  
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Figure 1B-1: Workforce Participation Rate by County 

 

Source: Washington Workforce Training Board Strategic Plan 2016, American Community Survey 2014 

 
Racial and Ethnic Composition 
As shown in Table 1B-3, individuals who identify as White, non-Hispanic represent 62 percent of the 
population. Those identifying as Hispanic or Latino comprise 27 percent of the population, making 
this the area’s largest minority group. Other minority populations are significantly smaller in the 
North Central WDA. American Indians/Alaska Natives, the second largest minority population in the 
area, comprise 2 percent of the populace. 
 

The unemployment rate for the Hispanic/Latino population is higher, at 11.7 percent, than the total 
area wide average of 6.8 percent. With the continual growth of the Hispanic/Latino population in 
North Central Washington, this has implications for employment, education, healthcare, and civic 
life in the region.  This statistic is compiled from 5 year estimates by the American Community 
Survey, and may not represent the most current unemployment rate.   
 

Table 1B-3: Racial and Ethnic Composition of the NC WDA Population (2014 Data) 

Race or Ethnicity Number Percent 
Average 

Unemployment Rate 

White, Non-Hispanic 163,626 61.86% 9.10% 

Hispanic or Latino, Any Race 86,392 32.66% 11.59% 

Black or African American, Non-Hispanic 1,257 0.48% 22.26% 

American Indian/Alaska Native, Non-Hispanic 5,917 2.24% 20.35% 

Asian and Native Hawaiian/Pacific Islander 2,459 0.93% 5.35% 

Two or More Races 4,728 1.79% 11.58% 

Some Other Race 118 0.04% 12.30% 

Total Reported 264,497 100% 6.83%  
(age 16 and older) 

Source: 2014 American Community Survey 5-year estimates 
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An Aging Workforce  
According to the State’s County Data Profiles (2015), the North Central workforce consists of 
137,780 people, 9,411 of whom are unemployed. The overall unemployment rate (age 16-74) for 
the area is 6.83 percent. The Chelan/Douglas Counties workforce is estimated at 61,936.  Last year 
there were an estimated 3,694 unemployed workers in the two county area.    
 
The labor force of Okanogan County has 21,590 individuals, of which 1,597 are unemployed. Grant 
County has a labor force of 45,728, with 3,479 unemployed. Adams County has the smallest labor 
force in the region at 8,620, with 641 unemployed individuals.     
 
The North Central Area’s workforce is 54.5 percent male and 45.5 percent female.  
 
Washington State’s older population is slightly better educated than its younger population. 42 
percent of adults ages 45-64 hold an associate’s degree or higher, whereas 41 percent of those ages 
25-34 have an associate’s degree or higher. 1 As a result, Washington imports more educated 
workers than any state in the country. The NCWDA in particular will be vulnerable a gap in skilled 
employment around 2030, when the population of workers ages 50-64 (who are generally better 
educated) will be nearly 4 percent lower than it is today, as seen in figure 1B-2.  
 
Millennials, defined here as those between ages 20 and 34, make up 18.6 percent of the region’s 
total population. Generation X (those between 35 and 49) make up 17.1 percent and Baby Boomers 
(those between ages 50 and 69) account for 24 percent of the population. Persons 19 and under 
currently make up slightly less than 30 percent of the population, by far the largest age group in the 
region.   
 
The region’s largest jobholding age group are 25-44 year-olds, who hold 42 percent of the region’s 
jobs, while representing 34 percent of the region’s working-age (older than 19) population. The next 
largest jobholding group is 45-64 year olds, holding 40 percent of the jobs in the county, 
representing 35 percent of the region’s working-age population.   
 
 
 
 
 
 
 
 
 
 
 
 
 
 

                                                 
1
 Bennet, D. (2012). Key facts About Higher Education in Washington. Retrieved from 

http://wsac.wa.gov/sites/default/files/KeyFacts2012.pdf 
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Figure-1B-2: Age Projections in NCWDA 

 

Source: ESD LMEA County Data Profiles 2014 

 

Literacy   
Adult literacy rates for the North Central Workforce Development Area are some of the lowest in 
the state. According to a 2003 evaluation of literacy levels conducted by the National Assessment of 
Adult Literacy, 15 percent of adults in Chelan County lack basic prose literacy skills. Both Douglas 
and Okanogan counties had estimated rates of 16 percent, and 22 percent of the adult population 
in Grant County lack basic reading and writing skills. Adams County adult literacy rates were the 
second lowest of all 39 counties in Washington, with approximately 32 percent of the population 
lacking basic abilities. The Washington state average is much lower at only 10 percent. 
 
 

C.  Skills Needed to Meet Employment Needs  
 

Skill Demand 
Table 1C-1 shows the percentage of hiring employers who found certain skills lacking in the pool of 
applicants for various positions.  
 
The high job-specific shortage may or may not be alarming.  Other surveys have found business 
saying they’ll teach specifics on the job to workers who have the right foundational skills.  In this 
context, foundational being basic and soft skills, and positive work habits. This does not diminish 
employer’s observations, but informal judgment of job applicants’ skills are subject to error. 
 
Nonetheless, job applicants’ occupation skills were seen as lacking by 85% of employers. Also, 63 
percent of employers perceived job applicants to lack positive work habits, and 42 percent believed 
job applicants lacked necessary computer skills. Indeed, nearly one-fourth of businesses surveyed in 
North Central Washington perceive many job seekers to lack the basic skills necessary to obtain 
employment at all.  
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Table 1C-1: Percentage of Employers in the North Central WDA saying Job Applicants Lack 
Certain Skills, 2012                                                                                                        

Skill 
Percentage of Employers  

Noting Skills Lacking 

Reading 24% 

Writing 33% 

Math 26% 

Occupation specific 85% 

Computer 42% 

Team work 39% 

Problem solving or critical thinking 62% 

Communication 53% 

Positive work habits and attitudes 63% 

Ability to accept supervision 43% 

Ability to adapt to changes in duties and responsibilities 48% 

Source: Workforce Board, WA State Employers' Training Needs and Practices 2012 

 
In the 2012 Workforce Board survey of Washington State Employers’ Training Needs and Practices2 
analysts found an increase in the percentage of employers in the area that said they found it 
difficult to fill positions due to an insufficient number of applicants with the desired skills. Table 1C-  

 
Education and Employment 
The attainment of a high school diploma is seen as an indicator of the acquisition of basic 
educational skills. According to the U.S. Census American Community Survey, which reports 
educational attainment levels by county, 17 percent of Chelan County residents 24 and older have 
not earned a high school diploma or equivalent. In Douglas County, that number is 21 percent, a 1% 
increase from 2011.  
 
Grant and Adams Counties have the highest proportion of individuals over age 23 without a high 
school diploma at 24 and 35 percent, respectively. This is a 4% increase in population without a high 
school diploma in Adams County. Finally, 17 percent of Okanogan County residents over 24 have 
obtained high school diploma/equivalent. Overall, the North Central Region has more than twice as 
many persons without a high school education or equivalent than the statewide average (9 
percent).   
 

                                                 
2
  Workforce Training and Education Coordinating Board, Washington State Employers’ Training Needs and Practices, 

2012. http://www.wtb.wa.gov/Pubs_Publications.asp   
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D.  Analysis of the Workforce in the Region  
 
 

Table 1D-1: Educational Attainment in North Central WDA, 2014 Estimates 
(Age 25 and over) 

County 
Less than high school 

diploma 
H.S. diploma/ GED or 

Higher 
Some college or 

AA degree 
Bachelor’s Degree or 

higher 

Chelan 17% 29% 30% 24% 

Douglas  21% 26% 36% 17% 

Grant 24% 27% 34% 16% 

Okanogan  17% 30% 36% 17% 

Adams 35% 24% 26% 14% 

Washington State 9% 22% 36% 33% 

U.S. Census, 2014 American Community Survey 5-year estimates, 2014 American Community Survey  

 
High school dropouts in the state of Washington, on average, earn $270,000 less over their life time 
than high school graduates. In Washington, the average cost to taxpayers for every high school 
dropout is about $157,000.3  Young people who do not have a high school education are more likely 
to commit crime, receive public assistance, experience unemployment, and earn lower wages than 
those who earn a high school diploma.4   
 

                                                 
3
 Munson, Robin G. "National Institute of Statistical Sciences/ Education Statistics Services Institute Task Force on Grad-

uation, Completion, and Dropout Indicators: Final Report." PsycEXTRA Dataset (n.d.): n. pag. Office of Superintendent of 
Public Instruction, Apr. 2015. 
4
 Russell Rumberger, Why Students Drop Out of School and What Can Be Done, (revised 2001).   
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Figure 1D-1: Unemployment By Educational Attainment In NCWDA, 2014 

 

Source: American Community Survey, 2014 

   
 Figure 1D-1 shows the relationship between educational attainment and unemployment. The 
overall unemployment rate for the five county area (Age 25-64) is 6.8 percent, only slightly higher 
than the state average, 5.5 percent. When charted by education, however, the area’s rate for those 
without a high school diploma is over 12 percent. The number of unemployed drops off sharply with 
the attainment of a high school diploma, and continues to decrease at each level of postsecondary 
education. In order to stay competitive it will be more important than ever for young people to earn 
a diploma or equivalent and learn the skills necessary for success in the job market.  
 

Occupation by Education Level 
Occupations by proximate level of education required meet standard job qualifications show that 
education and training are integrally linked to the amount a person can expect to earn. Table 1D-2 
shows local occupations and the mean annual wages an employee can anticipate earning. The 
highest paying occupations require a three (ASN) to four-year college education, plus in many 
instances certification or licensure. Individuals with less than a high school diploma or GED earn the 
lowest wages. Some of the occupations that do not require a high school diploma offer pay just 
above minimum wage. 
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Table 1D-2: North Central WDA Wage Rates by Occupation and Proximate Minimum Education 
Levels, 2015 

Industry or Occupation Median Annual Wage Hourly Wage 

Less than HS diploma to HS/GED and short training     

Agriculture (all) $23,037  $11.07  

Construction $33,714  $16.20  

Retail Trade $26,328  $12.66  

Production Helpers $20,153  $12.91  

Food Prep  $22,338  $10.74  

Custodial $29,623  $14.24  

Restaurant Supervisors $30,676  $14.75  

Farming $21,580  $10.37  

HS diploma/GED plus up to 2 year college/apprenticeship     

General Office Clerks $29,683  $14.27  

Bank Tellers $24,427  $13.52  

Medical Assistants  $34,181 $16.43  

Machinists $41,090  $19.76  

Truck Drivers $40,037  $19.25  

2 year degree minimum /apprenticeship     

Registered Nurse $74,101  $35.63  

Computer User Support Specialists $43,874 $21.09 

Wholesale Buyers $57,360 $27.58  

Sales Representatives (Wholesale and Manufacturing)  $64,609  $31.06  

Electricians $59,992  $28.84  

4 year degree or higher     

Child, Family and School Social Workers $46,399  $22.31  

Employee Training Specialists $67,044  $32.23  

Human Resources Managers $104,763 $50.37  

Management $89,146  $42.46  

Computer Programmers $88,094 $42.35  

Public Relations Specialists $54,917  $26.40  

Source: LMEA 2015, WOIS   
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Individuals with Disabilities 
According to the U.S. Census Bureau’s American Community Survey, six percent of the population or 
16,148 individuals have a disability in North Central Washington six out of every 100 residents. The 
greatest numbers of disabled individuals reside in Grant County.  Many of these individuals are 
working age adults and represent a segment of the population that may be able to participate in the 
workforce, given the accommodations or rehabilitation to do so. According to the American 
Community Survey, about 47.3 percent of disabled individuals are in the workforce, a number which 
is about 15 percent lower than the non-disabled population in the region.  Although individuals with 
disabilities often require specialized training, businesses have been increasingly willing to hire them 
and provide the instruction necessary to succeed on the job. Adaptive technologies are also making 
it easier for people with physical disabilities to enter the mainstream labor market. Additionally, 
there are many resources in the region that offer workforce accommodation services to disabled 
individuals, often at no cost to the business.   
 

Table 1D-3:  
Number of People with Disabilities, age 5 and over in the North Central WDA 

 Chelan Douglas Grant Adams Okanogan Total 

People 3,894 3,310 4,839 912 3,193 16,148 

Percent 6% 11% 7% 7% 9% -- 

Source: 2014 American Community Survey- 4-year estimates   

 

Disadvantaged Adults 
North Central five counties are above the State poverty average of 14 percent. Washington State is 
one of only three states in the country in which poverty levels are increasing rather than declining5.  
According to the 2014 Small Area Income Poverty Estimates, conducted by the Census Bureau,  
Okanogan County has the highest level of poverty in the Region at 23 percent.  This is an increase 
from 2011, when the county was at 19 percent. Adams County has a poverty rate of 19 percent, 
which, while 36% higher than the State average, is a 1 percent improvement from the 2011 level.   
 
Grant County has a poverty level of 16 percent. Grant and Adams Counties are the only counties in 
the region where the poverty level has decreased since 2011.  Chelan and Douglas Counties fare 
notably better than other counties in the region, with levels of 14 percent and 15.5 percent 
respectively, which are close to state averages.  However, poverty levels increased for both counties 
since 2011.  
 
 

Table 1D-4: Households Below Poverty Level in 2014 

Chelan Douglas Grant Adams Okanogan 

14% 15.5% 15.8% 19.0% 23.2% 

Source: 2014 Small Area Income Poverty Estimates, US Census Bureau 
 

                                                 
5
 Hernandez, E. (2014, September 18). Washington poverty Fact Sheet. Retrieved from 

http://budgetandpolicy.org/schmudget/WA_poverty_factsheet.pdf 
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These numbers indicate that North Central Washington residents experience higher levels of 
poverty and rely more heavily on public assistance than Washingtonians on average. For example, 
as seen in Figure 1D-2, North Central Washingtonians are more likely to receive food stamps (SNAP) 
than the state on average.  Through 2013 the number of food stamp recipients stayed at the same 
level as its peak during the recession. The “working poor” have difficulty supporting a family and 
being self-sufficient. Without skill building, most will remain impoverished. Figure 1D-3 shows that 
while poverty levels, like public assistance usage levels, are generally in cycle with the Washington 
as whole, they have skewed about 5 percent higher for at least the last decade. 
 

Figure 1D-2: Food Stamp Recipients in NCWDA and Washington 

 

Source: US Bureau of Labor Statistics, Retrieved from FRED, Federal Reserve of St. Louis 

 
 

Figure 1D-3: Poverty Levels in NCWDA and Washington 

 

Source: US Bureau of Labor Statistics, Retrieved from FRED, Federal Reserve of St. Louis 
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E.  Analysis of Workforce Development Activities  
 

Program Strengths 
Schools, colleges and community based agencies provide valuable educational opportunities and training 
resources for persons facing a variety of barriers to education or employment. A brief survey was sent to 
One-Stop partners about their services’ strengths, challenges and capacity to provide services. The 
strengths service providers most often reported are their experienced and knowledgeable staff, the 
partnerships connecting the organizations with both other service providers and employers in the 
community, and actual resources available to participants.  
 
Staffs were repeatedly described as experienced and knowledgeable, able to work with diverse 
populations, tailoring individualized training programs and connecting job seekers with the services they 
need for employment.  Staff members were also described as individuals who are knowledgeable about 
their industries and competent to direct workers to the programs best suited for their specific needs. OIC 
of Washington staff members are bilingual/bicultural, with farm work backgrounds and able to 
understand the challenges faced by their customers. Employment Security employees were reported as 
cross-trained and knowledgeable of partner services, leveraging resources to achieve optimum outcomes 
for programs. Having dedicated, competent professionals implementing these programs is a critical 
element in service provision. 
 
The partnerships developed by agencies were also repeated as an essential strength of the regional 
service providers. They jointly communicate and collaborate with one another as well as with community 
employers. Some of these contacts are structured, scheduled and advisory while others have developed 
as mutually advantageous relationships between service providers and local employers. Community 
Colleges rely heavily on the input and guidance provided by program advisory committees who help 
design and refine curriculum to include specific, industry-related information and desired workplace 
skills. They have cultivated relationships with employers who support certificates and programs by 
offering clinical lab sites, guest lecturers and opportunities to engage in internships, work and clinical 
experiences.  
 
The new WorkSourceWA job match and case management system was mentioned several times as a 
helpful tool that will further enable these partnerships. Some agencies are increasing their outreach 
efforts, providing employer workshops and trainings in the implementation of the WorkSourceWA as a 
powerful recruitment website.  
 
Finally, the substantive resources available through the various organizations were also confirmed as an 
important strength. Whole-person solutions, valuable information and training, and coordinated 
strategies through programs leading to college and career readiness are available through these service 
providers. Specific classes and workshops were referenced including English Language Acquisition, GED 
preparation and completion, time management, organization, digital literacy as well as career track 
training in professional technical fields. SkillSource provides an array of assessments, such as Interest and 
Aptitude, Basic Skills, Job Skills and a Job Training assessment (SkillDex) that produces a job match and 
skill gap report, identifying training and skill development needs. These real-world tools are invaluable in 
the appropriate placement and matching for both employers and prospective employees. 
 
Individuals with barriers have a wide array of interconnected partnerships and resources available to 
them through experienced and knowledgeable staffs that are flexible and competent guides through 
state-assisted programs. 
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Employer Strengths  

Employer Sponsored Training is found in every workplace. It is often informal and undocumented, but 
critically important.  A regional survey was undertaken to assess the strengths, weaknesses and capacity 
of workforce development as it happens On-the-Job. Fifty employers from a wide range of industries 
across the five counties were interviewed with questions addressing the process of training, any barriers 
or challenges and the mechanisms available for upskilling the workforce.  The results were broad and 
varying, but can be summarized acknowledging the many strengths of workplace talent development  
while also identifying repeated challenges and capacity issues that face employers.  

100% of employers interviewed provide On-the-Job training. Without exception, every employer stated 
that new hires require orientation and training to fit the nuances of each unique workplace.  In addition, 
employers repeatedly voiced the importance and value of training new hires, and frequently pair their 
best employees with the new hires so that the standards of service and expectations are set high from 
day one. They are willing to take the productivity loss of their best employees to invest in quality training 
and the potential productivity of the new employees. For instance, several employers stated that their 
employees are the face of the company to the public, and they are highly motivated to make each 
employee successful because it benefits the organization as a whole.  

A pattern of workforce training became evident, especially in larger organizations. Often, new hires 
receive a formal introduction and orientation to their place of employment. This period of Formal 
Training is varied in length but often covers Company Vision, Expectations, and Safety Requirements. 
New employees then get personal instruction by a manager, supervisor or an experienced employee. 
Sometimes there is a structured, written training plan but, throughout the workforce, in depth, step-by-
step training is being provided by employers’ most skilled employees. Very frequently, upskilling is 
available through additional, company specific or third party resources that are offered at the employer’s 
expense. These opportunities are available to employees that demonstrate initiative and desire to 
progress. It is noteworthy that the workforce is being heavily invested in by local businesses and 
industries. 

Program Challenges 
The reported challenges that face agencies are more nuanced with program and customer specific 
difficulties.  In depth knowledge of the services provided through partner programs, for instance, Trade 
Adjustment Assistance creates a challenge in navigating the appropriate use of resources. Increased 
knowledge of the services that partners provide through the WorkSourceWA system will be an important 
tool to streamline resources.  
 
Populations with multiple barriers present difficulties at the outset. These individuals come to service 
providers often lacking foundational skills necessary for education or employment.    Some are lifestyle 
issues involving drug use or criminal records.  Interestingly, one partner reported an increase of job 
seekers not passing pre-employment drug-screening and attributed it to the legalization of marijuana in 
Washington State.  Other skill deficits mentioned were more technical, for example computer literacy to 
utilize resources, time allocated in class schedules, and even awareness that the services are available. 
While a strength of partner programs is that they are welcoming to all, this creates the potential 
challenge for employers to view job seekers utilizing these resources as “less desirable” and not their first 
choice for employee recruitment.  Two partner agencies in particular are hiring employees that will be 
designated as a Business Specialist to better facilitate employer relationships.  Good work-based learning 
experiences, such as internships and apprenticeships are limited. 
 
Resource challenges also face customers, especially in North Central’s rural setting.  Adults without 
means to travel to service locations generally cannot participate in classes, and many customers find 
distance learning technology difficult to access or use. Rigorous and complex documentation was 
mentioned by agencies as creating a challenge for Spanish speaking, agricultural workers as well as 
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dislocated workers.  New Reemployment Services & Eligibility Assessment (RESEA) Program requirements 
for one-on-one services with claimants have increased staff responsibilities.  A local community college 
noted that they do not have many large employers in their district in which to resource a broader array 
of business advisory input.  This lack of employers was also reported as a challenge for transitioning 
workers looking for higher wage jobs.  
 
Most importantly, reduced budgets were repeated as a primary challenge by a number of the service 
partners. That topic will be addressed as a capacity issue. 
 

Employer Challenges  
Employers reported challenges to training that were both industry specific, and challenges about the 
workforce directly.  Each business has unique requirements that are seldom taught in schools.  Insurance, 
finance and licensing providers each have their own industry specific phrases and terminology, products, 
policies and procedures that must be learned.  Each agricultural-manufacturing organization has its own 
unique workplace environment, regulations and production expectations that must be learned on site.  
Hospitality, service and retail providers require a variety of soft skills unique to each location ranging 
from training a sense of urgency and professionalism to providing a welcoming, relaxed, family-friendly 
environment.  Some jobs are routine and repetitive, resulting in the workplace team being the critical 
component of job satisfaction while other jobs require a great deal of flexible, critical thinking and 
independent self-determination. 

Regardless of the unique challenges faced by each industry, some repeated difficulties with the 
workforce in general are worth noting. Of the employers interviewed, 64% mentioned Work Ethic as a 
current struggle for training.  Employees that lack a desire to work are difficult to train.  Consistency and 
motivation have a direct impact on productivity. Soft skills and professional presentation were also 
frequently mentioned.  Eye contact, verbal & non-verbal communication skills, punctuality, eagerness to 
learn and engage in tasks were specifically stated challenges that employers have difficulty training on 
the job.  

 

Program Capacity 
Responses received from One-Stop partners covered both sufficiency and deficit in the capacities to 
provide services. 

Sufficient Capacities 

Reported by one partner, “As a One-Stop Center, we are readily able to leverage services and resources 
to achieve optimum outcomes. The Agency will be unveiling the new WorksourceWA website for job 
seekers/employers which will hopefully make their job search and recruiting processes more effective 
and easier to access. We are developing new workshops to educate the community and are willing to 
conduct outreach to local businesses to facilitate this transition.” 

Partners appraised their capacity to provide services as adequate. Facilities at one site were described as 
professional and available for hiring events, training meetings, interview space and assessment/testing 
computer labs. A post-secondary program said it’s, “well positioned to provide students excellent 
exposure to job skills. We have advisory committee members’ insights and suggestions for classroom and 
lab curriculum, expertise and experienced faculty, and the opportunity to have business people serve as 
guest speakers.” An area tech center has unfinished space and land that is ready and awaiting future 
development.  

While physical capacity is adequate, decreasing budgets have produced significant constraints on the 
ability to fully utilize available space. 
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Capacity Deficits 

With the exception of Trade Adjustment Assistance, funding deficits were a regularly repeated challenge 
and capacity issue.  

“Budget constraints limit the ability to fully train participants as assessments suggest. For example, 
SkillDex may show a gap $4,000 in training dollars while the budget allows for only $1,500 in training 
time.  College costs continue to rise, but our scholarship dollars have decreased over the past 10 years.”  

“We are not currently able to provide programming for a new startup each quarter and summer. We 
have been subjected to reduced grant funding because of a decline in students participating in the 
worker retraining programs. We have little opportunity to engage in recruiting efforts to identify other 
students in need.”   

 “Budget constraints limit the number of individuals that can be served in a timely manner.” Or served at 
all.  For example, there are 7,000 impoverished teens and young adults in the Region. During the summer 
months, most are out of school and out of work.  Until 1996, the State and Federal Gov’t invested in this 
population, funding summer jobs and summer school for at least 10%.  Today, the level of support is 1%.    

“Grant based funding for post-secondary education has been on the decline yet the cost of new faculty, 
equipment, technology and software is constantly increasing.  Implementing new programs with major 
equipment or technology and software needs can be difficult because of startup program costs.”  Worker 
Retraining seldom is able to fund much beyond the first quarter.  Fortunately, changes in circumstances 
often enable laid-off workers to receive Pell grants sooner than otherwise. 

Outreach and engagement was a final noted deficit. This is partly due to North Central’s rural setting. 
Limited numbers of large employers and a population based in an agricultural setting create barriers to 
outreach opportunities.  Increased funding for the marketing of underutilized programs would be helpful 
in reaching underserved populations.  These populations exist in extensive numbers for this area of the 
state. Lack of utilization of programs should not be interpreted as reduction in number of individuals 
needing these services.  Several partners reported a need for increased public awareness of all services 
available through the One Stop System. Though interconnectivity between partners and local employers 
is a stated strength, continued development of these relationships would provide more resources for 
training and development of the workforce facing barriers to employment. 
 

Employer Capacity 
When employers invest in training, they are paying the wages of an employee who is not in full 
production.  Add to that cost, the loss of productivity when their best employees are taken off 
production and paired into a training situation. Depending on the complexity of the job, some employers 
don’t expect to make a profit from their new employees for several months. The monetary implications 
for training are considerable and are limited by financial and time resources, especially in smaller 
companies.  There are also capacity issues that are encountered when employee backfill is unavailable 
and seasonal demands are high. The reverse is also true; regional and seasonal down times reduce 
opportunities and resources for training, especially in the agricultural, manufacturing and tourism 
industries. 

In spite of the financial investment and production loss that comes with training, employers are not just 
investing in entry level training.  Upskilling opportunities are plentiful throughout the workforce.  Several 
of the larger businesses interviewed provide company specific “universities” and third-party training 
materials that can be accessed by employees wishing to increase their skillset. Most often, these 
additional training materials can be utilized while on paid time.  Upskilling also happens through cross-
training on the job, allowing employees to find arenas that maximize their strengths and interests. 
Employers consistently expressed their preference to hire into managerial roles employees who have a 
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known work ethic and skillset, and are already familiar with the company and industry standards. Several 
of the employers interviewed were proud to have started at entry level positions and eager to offer that 
same opportunity to employees who demonstrate aptitude, initiative and desire to advance in the 
workforce. 

Regional Sector Strategies 
The Region has identified the Food Processing Industry for additional strategies to meet work-
force demands.  Attachment A describes the anticipated activities over the next two years to in-
crease the number of workers aware of and qualified for jobs in this industry.  

 

Regional Service Strategies  
Attachment B describes activities expected to improve One Stop service delivery.  These activi-
ties are intended to inform MOU content and provisions.  They are also intended to strengthen 
the team of one stop partners, enhance service alignment and increase access to full array of 
partner services.   

 

Coordination with Economic Development  
There are several Economic Development agencies throughout the five counties including EDCs, 
port districts, cities and counties.  Three of these agencies’ Directors serve on the WDC board.  
WDC staff serves on several of these agency task forces.  Attachment C shows the Economic de-
velopment agencies the WDC will target for enhanced collaboration.  

 
Transportation and Other Support  

(See Description under:  Local Component) 
 

Regional Performance Negotiation and Evaluation  
Regional performance negotiation occurs through a series of meetings with State Workforce 
Board staff and representatives from each WDA.  Data is analyzed to look at current levels of 
performance and trends over time.  Feedback is given to Workforce staff regarding starting base 
lines.  Each measure is discussed with regards to economic or other factors that need to be 
considered in setting new targets.  Eventually WDAs send proposed targets for each measure 
which are considered when setting State targets with DOL.  North Central has proposed PY 16-
17 & 17-18 Title I targets for Adult, Dislocated Worker and Youth measures, which have not yet 
been accepted.  See Attachment I.   North Central receives performance data from the state on 
a quarterly basis in order to review performance and report to the Local Board.  
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SECTION IIA: CROSS REGIONAL COMPONENT 
 

  Regional Service Strategies 
  Cross-Regional Cost Arrangement Strategies 

 
The South Central, North Central and Benton-Franklin regions will meet on a periodic basis to 
examine ways to improve service strategies and to maximize local resources.   In development 
of the strategic plan, Directors from the three regions identified problem areas or issues facing 
full implantation of Title I of the Workforce Innovation and Opportunity Act.  The three Regions 
will work jointly to address: 

   

Regional Service Strategies – develop a common WorkSource Certification process and tools 

based on state guidance. 
 

Cross-Regional Cost Arrangement Strategies – streamline and standardize administrative 

and managerial functions across the three regions that will serve to leverage or reduce cost 
burdens.  This includes sharing staff expertise for technical assistance, troubleshooting and 
development of the common financial management software MIP; joint development of process 
procedures for equal opportunity and compliance monitoring of service providers; identifying 
other areas where joint development of local policy would reduce time and effort when 
completed as a joint task. 

 
Initiative Baseline Measure of Success 

WorkSource Certification No WIOA compliant process exists 
Completed documented local 
WorkSource certification process. 

EO Monitoring Formal process exists 
Completed and documented  EO 
monitoring process 

Compliance Monitoring Informal process exist 
Completed and documented 
compliance monitoring process for 
service providers 

MIP Financial 
Management 

No existing mutual sharing of 
information, techniques & reports 

Protocols written for sharing 
information, reports and providing 
technical assistance  

Local Policy Development 

No existing comprehensive library 
of local policies and procedures 
exit in conformance with new 
State and Federal rules.   

Fully developed operational and 
administrative policies for WIOA Title I 
implementation 

 
The three Regions will engage key staff who will initially meet in person or through video / 
teleconferencing to identify the specific task to be worked on jointly.  Participating staff of each 
local area will be those that have the subject matter expertise, have the responsibility and carry 
out the day to day work in these areas.  Staff will work under a committee structure and will 
identify the specific initiatives to be addressed, set timelines and progress benchmarks.  The 
committees will be responsible for modifications or changes to work as deemed necessary by 
the local area directors who collectively will serve as the oversight body,  maintain final 
authority for approval of work plans and issue guidance to committee members.   The four 
committees identified for the regional collaborative include: 
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 WorkSource Certification 

 EO and Compliance Monitoring 

 Financial MIP (financial software used commonly across local areas) 

 Policy Development 
 

Initiative How Tracked Goal/Objective 
Target Dates 

for Completion 

WorkSource Certification 
Process 

Quarterly Reports to 
Executive Directors 
from Committee 

Certification Process Complete  1/2017 

EO Monitoring and 
Compliance Monitoring  

Quarterly Reports to 
Executive Directors 
from Committee 

Monitoring Process and Procedure 
written guide completed 

9/ 2017 

Financial MIP T/A and 
assistance 
 

 
Quarterly Reports to 
Executive Directors 
from Committee 
 

a. Establish areas for information 
and technical assistance  

b. Complete one technical 
assistance session across the 
three areas 

 
9/ 2018 

 
 

6/ 2017 

Local Policy Development 
Quarterly Reports to 
Executive Directors 
from Committee 

All local Operational policies 
developed for implementation 
 

6/ 2017 

 
This work will be funded by Workforce Innovation Act Title I grants.  Each partner will bear the 
personnel and travel costs to analyze each Region’s existing policies and procedures.  Each 
partner will bear the cost of independently and collectively creating a uniform policy for 
adoption by all Regions. No funds will be transferred between Regions during this planning and 
development phase.    It is the primary goal of this initiative to leverage local resources by jointly 
sharing the work required for WIOA implementation for WorkSource certification, monitoring 
and policy development; and to realize cost savings in local fiscal units by utilizing local area staff 
expertise to solve problems and provide technical assistance through consultation and joint 
training opportunities. 
 
As shown in the governance structure below, the three directors from each local area will form 
the oversight body setting the work direction, authorizing resources for support of the 
committees, approval of work plans and modifications where needed.  The oversight body will 
review committee work progress through quarterly reports and on an annual basis review the 
work of each committee to determine its effectiveness. The results of the initiative will be 
reported local boards and elected officials at regular public meetings. 

 



 
 

 

North Central Regional Workforce Plan: 2016-20   35 

 

SECTION III:  LOCAL COMPONENT 
 

Strategic Vision 
By 2020, the region will have an informed, productive workforce sustained by a collaborative 

workforce development system leading to a middle class standard of living. 

Strategic Goals & Objectives  
 
GOAL ONE:  Older teens and young adults understand the qualifications necessary to succeed in 
the workplace and how to find and navigate the workforce development pathway that is best for 
them. 
  
Objective 1:  High School graduates make informed choices and can identify at least three potential 
career pathways. 
  

Strategy 1: Provide career education at home and at school beginning in intermediate grades and 
continue thru high school and college.  Utilize comprehensive, cloud-based guidance programs like WOIS, 
Navigation 101 or Career Cruising. Inform students and parents about all pathways including university, 
college, apprenticeship and on-the-job training. 

  
Strategy 2: Partner with employers to help students explore careers and workplaces.  Engage businesses, 
unions and non-profit and public sector organizations to inform students about career opportunities, both 
in the classroom and in workplaces. 

 
Objective 2:   Middle class careers are marked by credentials and certificates.  
  

Strategy 1: Enable students and workers to obtain industry-recognized credentials. Emphasize credentials 
that stack towards career progress from high school to post-secondary, work and beyond. Emphasize 
transferrable skills that are useful across many occupations.  
 

 Strategy 2: Increase use of industry-based skill standards, assessments & credentials.  Identify general 
workplace standards generic to the vast majority of jobs and certify that teenagers and young adults know 
these skills and abilities and issue recognized credentials.  Educate local employers to understand what 
the certification means. 

 

Objective 3:  Career-focused programs of study start in high school and continue to post-secondary 
pathways including college, the military, apprenticeship and on-the-job.  
  

Strategy 1: Expand cooperative education Technical Programs of Study.   
Strategy 2:  Articulate secondary programs of study with post-secondary pathways.  

  

Objective 4:   Increase work-integrated learning.  
  

Strategy 1: In addition to academic and technical skills, make sure students know workplace and life skills. 
Workplace skills (also called soft skills, work readiness skills, positive work habits, or employability skills) 
include abilities like problem solving, team work, active listening, effective communications and more. Life 
skills include abilities such as budget and finance, property ownership, consumer protection, nutrition and 
health, etc.   
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Strategy 2: Create opportunities for students and young adults to experience the real work world such as 
paid and unpaid internships, volunteer service workplace mentorships, pre-apprenticeships, cooperative 
education, summer employment and work study.   
  

Strategy 3: Create work experiences in the classroom.  Bring supervisors and experienced workers in to 
help teach. Utilize project-based learning, contextualized objectives and applied lessons to familiarize 
students with workplace expectations.   
 

Strategy 4: Teach students how to locate and land jobs.  Show students how to identify their knowledge, 
skills and abilities and package themselves to meet the needs of the job. Teach students job search skills 
that include finding job openings, writing a resume, filling out an application and interviewing and how to 
networking.   

  

Objective 5:   Improve access and retention.  
  

Strategy 1: Prevent students from dropping out of secondary school and retrieve those who have thru 
dropout re-engagement programs.   
  

Strategy 2: Make post-secondary pathways clear. Offer credit for prior learning. Articulate with 
Universities to enable “upside-down” degree programs whereby it’s the rule, rather than the exception, 
that professional-technical Associate degrees transfer.  
  

Strategy 3: Increase counseling and support for populations with multiple barriers to increase secondary 
and post-secondary performance and completion.  
  

Strategy 4: Advocate for:  K-13 early learning; extended class for limited English students; accommodating 
different learning styles; reducing homelessness and neglect, preventing substance abuse, reducing 
delinquent behavior; increasing parental skills and performance.  

  

GOAL TWO:  Continuously improve the skills of workers at all stages of their career.  
  

Objective 1:   Adult workers have continuous access to the workforce development system 
throughout their working lives.  
  

Strategy 1: Career navigators inform adult workers about industries, careers, pathways, and facilitate 
independent career research and decision-making.  
  
Strategy 2: Career navigators advise adults to identify and access education and training programs, pay for 
school, and connect with necessary support.  

  

Objective 2:  Adults access and complete training programs.  
  

Strategy 1: Increase the use of credit for prior learning. Implement competency-based, stackable and 
portable credentials.   
  

Strategy 2: Engage business to structure and certify workplace training.   
  

Strategy 3: Make family-friendly learning opportunities available at times and locations that reach 
underemployed, low-skilled workers. Integrate basic and vocational-technical education.  
  

Strategy 4: Support disadvantaged adults to overcome barriers. Collaborate with agencies that serve 
veterans, single parents, individuals with disabilities and other special populations.  
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Goal THREE:  Engage companies to partner with the workforce development agencies.  
Employers embrace the role of human resource developers.  
 
Objective 1:   Employers acknowledge their role as human resource developers.  
  

Strategy 1: Improve outreach using materials designed and written in business acumen. Understand and 
recognize the relationship between selection and learning. Understand private sector employee learning 
methods. Communicate with firms in person, and in their language. Identify system services that offer 
value to a firm’s selection and training approach or practice. Coordinate outreach and cross-train staff to 
be familiar with the full range of services that business value.  
 

 Strategy 2: Identify skill standards and certification methods that meet employer expectations.  
Collaborate with firms to enhance employer-based and school-based programs.  
 

 Strategy 3: Increase organizational investment in employee training and development.  Ask business to 
donate time or material to school-based programs, or increase spending on in-house programs. Urge 
business to establish tuition reimbursement accounts and send employees to outside training or onsite 
basic skills learning on payroll.   

  

Objective 2:  Link workforce and economic development.   
  

Strategy 1: Promote business services to employers considering expansion into the region. Business 
services include technical assistance, customized selection processes such as recruitment and testing, 
customized training options, and customized employment assistance services to enhance learning and 
retention.  
 

Strategy 2:  Offer entrepreneurial training and mentorship programs.  
  

Goal FOUR:  North Central’s workforce knows about one-stop programs’ and how to access its 
services.  

  

Objective 1: Strengthen performance accountability across local workforce development system 
programs to enhance access and improve long-term employment outcomes.  

  
Strategy 1: Implement process and outcome measures that indicate access to multiple programs’ services.  
Strategy 2:  Measure job retention to determine long-term employment outcomes. 

 

Objective 2: Strengthen one-stop services to improve access. 
 
Strategy 1:  Partners collaborate to make sure all one-stop customers are informed about the full array of 
one-stop partner services. 
 
Strategy 2:  Partners refer customers to appropriate programs’ services. 

 

 
 
 
 



 
 

 

North Central Regional Workforce Plan: 2016-20   38 

 

Local Board Performance 

North Central Workforce Development Council (WDC)  
 

Twenty-five business and community leaders comprise the North Central WDC.  These 
volunteers represent private companies, labor organizations, state agencies, community 
colleges, secondary schools, and economic development and community-based organizations.  
Members are appointed by county commissioners and certified by the Governor. The WDC 
Board meets quarterly in March, June, September and November and also holds a planning 
retreat in odd numbered years. Committees meet in each of the three labor market areas at 
least four times each year before quarterly WDC board meetings. 
 
Since the Area’s founding thirty years ago, the Local Board has adopted policies leading to high 
performance.  Key among these is Carver Policy Governance and comprehensive integration. 
 
Carver requires board members have board skills, not management or technical skills except 
when acting in a consultative role to the administrator.  Carver calls on board members to know 
its communities, forecast trends and discuss future alternatives. Under Carver, the board is 
proactive, clear about its values and long range in its views. 
 
Collectively, the board is the CEO’s boss and establishes end policies that specify the desired 
outcomes for desired customers at the desired cost.  These desired outcomes serve as the 
compass for preparing plans and budgets. It is to check accomplishments vs expectations. The 
administrator is held accountable to achieve the desired outcome.   
 
Carver requires boards empower and delegate accountability to the administrator for 
implementing procedures, practices and processes except when required by fund source 
conditions. Carver requires boards identify the prudence and ethics boundaries of acceptable 
staff conduct.   
 
Second, the Local Board consolidates and integrates to maximize resources.  A non-profit, block-
grant recipient’s bottom line is the quantity and quality of desired results attained.  A 
commercial firm is driven to maximize profit, but the North Central Board is driven to maximize 
the number of customers benefitted.    
 
This drive produces decisions to consolidate delivery of all Workforce Investment Career 
Services thru a single provider.  Small, rural Areas have insufficient resources to engage three 
separate entities to deliver similar, but different services.  Economies of scale are essential to 
provide robust, substantive career services yet conserve resources for vocational education and 
workplace learning.  
 
Vertical integration further advances economies of scale.  Administration and Management is 
kept to one layer at the local level.  North Central’s efficiencies are evident when the number of 
persons educated and trained per dollar received is compared to statewide averages. 
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Vertical integration also enhances agility.  SkillSource, fiscal agent, can implement a grant 
virtually the next day. No time is lost or customers delayed while the Local Board waits for 
proposals to be submitted and scored, etc. 
 
Finally, vertical integration ensures compliance with state and federal rules. For example, the 
Managing Director performs internal monitoring and follows up directly with front line staff 
providing training and technical assistance.   
 
In accordance with Federal, State and local policy, the WDC shall: 
 

 Govern SkillSource, fiscal agent for the North Central Workforce Development Area   

 Develop a 4 year Local /Regional Plan 

 Conduct workforce research and regional labor market analysis 

 Convene local workforce development system stakeholders to assist in the development of 
this plan 

 Lead efforts to engage with a diverse range of employers and other entities in the region.  

 With representatives of secondary and post-secondary education programs, lead efforts to 
develop and implement career pathways. 

 Lead efforts in the local area to identify and promote proven and promising strategies and 
initiatives for meeting the needs of employers, workers and jobseekers.  

 Develop strategies for using technology to maximize the accessibility and effectives of the 
system.  

 Conduct oversight of Title I Youth, Adult and Dislocated Worker grants and the WorkSource 
one-stop system. Ensure appropriate use and management of funds.   

 Negotiate local performance measures with the chief local elected official (CLEO) and the 
Governor  

 Negotiate with CLEO and partners on methods for funding one-stop infrastructure costs.  

 Select and enter into agreements with service providers and one-stop operators.  

 Work with State to ensure sufficient number and type of providers of career and training 
services.  

 Coordinate activities with education and training providers in the local area 

 Develop a budget for the activities of the Local Board with approval of the CLEO. 

 Assess annually the physical and programmatic accessibility of all one-stop centers in the 
local area.  

 Certify one-stop centers.  

 Provide Career Services via SkillSource, fiscal agent, as allowed under 107 (g)(2) and 20 CFR 
671.410(b) and Youth Design Framework as allowed under 20 CFR 681.400 (b) 

 
The North Central Workforce Development Council’s fiscal agent is located at 234 N. Mission 
Street, Wenatchee, WA  98807. The organization can be reached at (509) 663-3091, or by fax at 
(509) 667-1562.  Dave Petersen, Executive Director, who can be reached via email at 
dave@skillsource.org. 

 
 
 
 

mailto:dave@skillsource.org
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The Local Workforce Development System  

WorkSource 
 

WorkSource is Washington’s brand for the one-stop delivery system, a partnership of entities 
which administer separate workforce, education and human resource programs that collaborate 
to enhance access to the programs’ services and improve long-term employment outcomes. 
Entities participate via the Memorandum of Understanding. 
Essential one-stop services include: 

 
For Employers: 

 Computer job-matching  

 Screening and testing 

 Electronic job postings and resume banks  

 Help with recruitment and layoffs  

 Assistance arranging customized training  

 Information on business, industry, and economic trends 

 Workplace consultations 
 

For Job Seekers: 

 computers, copiers, phones, and faxes for labor market, institutional and job search 

 Internet access  

 Job referral and placement 

 Informational workshops about the labor market, occupations, and institutions 

 Information on the fastest growing jobs and wages  

 Information workshops about job search 

 Referral to training and other community services  

 Access to Unemployment Insurance   

 Translation services 
 

One Stop Comprehensive Centers: WorkSource Okanogan & WorkSource Central Basin 
Comprehensive Centers are physical locations where customers can access programs and services 
and activities of all required one-stop partners. (20 CFR 678.305) 
 
Comprehensive Centers:  

 provide all career services described in 20 CFR 678.430; 

 provide access to training services described in 20 CFR 680.200; 

 provide access to employment and training activities in WIOA 134 (d); 

 provide access to services outside the WorkSource one stop system; 

 provide workforce and labor market information; 
 
Career Services provided on site or via electronic linkages include: 

 Initial assessment to evaluate job readiness based on indications of work readiness, job 
skills, experience, aptitudes, interests, and abilities; 

 Information to help customers determine what services are available; 
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 Posting resumes, job referral, and placement including access to available jobs for which the 
job seeker meets the minimum qualifications; 

 Labor market information including occupations in demand and those in decline, as well as 
wage information; 

 Employer services including labor market information, job posting, recruitment, testing, 
limited screening, and referral of applicants; 

 Information and referral to community services such as housing, food, and medical 
assistance; 

 Information about intensive and training services including counseling, services for persons 
with disabilities, basic skills, literacy, occupational skills training, apprenticeships, and 
program performance; 

 Rapid Response services for business closures or mass layoffs; 

 Access to TTY or language translation services for job search purposes (and subject to local 
policies), access to a copy machine, fax machine, telephone (for unemployment insurance 
needs), personal computers, printers, and the internet. 
 

Basic Career services provided by these organizations and agreed to in MOUs are: 

 Eligibility determination, WIOA Title 1 (Adult, Dislocated Worker, Youth) 

 Outreach, intake, and orientation to the one stop system 

 Initial assessment of skill levels 

 Job search/job placement, including information about non-traditional employment  and in-
demand industries and occupations 

 Referrals to programs and services 

 Labor market information 

 Training provider performance information 

 One Stop performance information 

 Information on support services and referrals 

 Information & meaningful assistance filing for unemployment compensation 

 Assistance in establishing eligibility for Financial aid  
 
Individualized Career services are made available when determined to be appropriate in order to 
obtain or retain employment:  

 Comprehensive and specialized assessments 

 Development of and individual employment plan 

 Group Counseling 

 Individual counseling 

 Career planning 

 Short-term pre-vocational services 

 Internships 

 Workforce preparation activities 

 Financial literacy services 

 Out of area job search assistance and relocation 

 English language acquisition 
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Follow up services must be provided, as appropriate, including: counseling regarding the workplace, 
for participants in adult or dislocated worker workforce investment activities who are place in 
unsubsidized employment, for up to 12 months after the first day of employment.  
 
Programs accessible through One Stop Centers requiring eligibility are: 

 Workforce Investment Adult, Dislocated Worker, Youth 

 Vocational Rehabilitation 

 Senior Community Service 

 Veterans Placement Assistance 

 Claimant Placement Service 

 Worker Retraining Tuition & Support 

 Training Benefits Extended UI 

 Adult Basic Education 

 English Language Education 

 Farm Worker Investment Services 

 Trade Adjustment Assistance  

 WorkFirst 
 

One Stop Affiliate Center: WorkSource Wenatchee Affiliate & SkillSource 
 Provide jobseekers and employer customers one or more of the one–stop partners’ 

programs, services, and activities. (20 CFR 678.310).  However, Wagner-Peyser employment 
services cannot be a stand-alone affiliate site; 

 Provide information and referrals to WorkSource services offered elsewhere in the system. 
 

The following agencies are parties to one or more of North Central’s Memorandum of 
Understanding: 

 SkillSource  

 Employment Security Department  

 Division of Vocational Rehabilitation 

 Wenatchee Valley College  

 Big Bend Community College 

 Department of Social and Health Services CSO 

 Opportunities Industrialization Center (OIC) of Washington 

 Columbia Basin Job Corps Center 

 Grant Mental Healthcare 

 Chelan Douglas Community Action Council  

 North Columbia Community Action Council 

 Okanogan County Community Action Council  
 

Program Coordination 
 

Partners to the Memorandum of Understanding (MOU) agree to: 
1. Promote further integration of programs through joint planning; 
2. Coordinate resources and programs and to promote a more streamlined and efficient 

workforce development system; 
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3. Promote information sharing and the coordination of activities to improve the  performance 
of local partners; 

4. Common release of information processes subject to confidentiality provisions and to 
preserve records for the period required by law; 

5. Identify and address barriers to coordination; 
6. Promote the development and implementation of a system of measuring and reporting 

partner workforce activity performance; 
7. Promote the consistent use of a common data system to track progress and measure 

performance.  
8. Comply with the federal Jobs for Veterans Act (P.L. 107-228) if services must be rationed. 

Programs for Adults in Transition 
 

Adult workers striving to improve their standard of living are considered adults in transition. 
They may be employed, underemployed or unemployed. They may also be temporarily out of 
the labor market undergoing a major skill overhaul or a minor skills tuneup.  Adults in transition 
generally improve their standard of living by (1) acquiring new abilities within their existing 
workplace to increase their company value; (2) leveraging existing skills in a new workplace that 
holds higher value; (3) completely retool their skill set for a new and different workplace.  
 

Schools and employers must find new methods to teach elusive behaviors like communicating 
effectively, completing assignments, presenting appropriate appearance, solving problems and 
working in teams.   
 
The section summarizes programs that benefit Adults in Transition: 

Wagner-Peyser Labor Exchange 
This ESD administered program matches job openings with qualified candidates.   Staff may also 
test candidates, present job search workshops and provide basic and computer skills online 
instruction.  
 

Veterans Placement and Referral 
Local Veterans’ Employment Program (LEVR) and Disabled Veterans Outreach Program (DVOP) 
staff provide individualized job search assistance and comprehensive information and referral 
for veterans and family members. DVOP staff case manage eligible Veterans with significant 
barriers to employment and conduct outreach to community partners.  They facilitate access to 
Department of Veterans Affairs programs. Newly discharged veterans receive help in making the 
transition from military to the civilian workforce.  .   
 

Workforce Investment Adult  
This program provides all Basic and Individualized Career Services.  Occupational training 
services are prioritized for Adults who receive public assistance, whose recent earnings are 
below the lower living level or have low basic skills. 
 

Workforce Investment Dislocated Worker  
This program provides the full array of Career and Training Services. It is restricted to workers 
who have lost jobs because of plant closings, and cutbacks and receive unemployment. 
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Occasionally Dislocated Worker funds relocate laid-off workers, but most often it funds 
education and training.  
 

Trade Assistance Act 
This program provides workers dislocated by foreign competition retraining, reemployment or 
relocation services. Secondary firms impacted by downstream effects may also be eligible. The 
US Department of Labor determines if dislocations were caused by foreign competition.                               
Workers, their union or company, the One Stop operator, or the State Dislocated Worker Unit 
may apply to the Department of Labor for certification.   
 

After regular unemployment benefits run out, certified workers may apply for Trade 
Readjustment Allowances (TRAs) to extend support payments.   Once individually certified, 
displaced workers are eligible for services and benefits to help them prepare for and re-enter 
the job market. 
 

Commissioner Approved Training  
Commissioner Approved Training (CAT) allows certain laid-off individuals to collect 

unemployment benefits while attending an approved, full-time education program. During this 

period, claimants do not have to look for work.   

 

Training Benefits 
Training Benefits offers 26 additional weeks of unemployment benefits to eligible claimants 

attending full-time education programs in high-demand fields.  During this period, students do 

not have to look for work as long as they are enrolled and making satisfactory progress. 

 

Self-Employment Assistance Program (SEAP) 
SEAP enable to enter into self-employment entrepreneurial training and receive business 

counseling while collecting unemployment benefits.   

Claimants create a job in an occupation that interests them and stimulate the local economy and 

provide employment opportunities for new hires.  SEAP offers a valuable option to eligible 

people who wish to run their own business. This program may offer the flexibility and income 

opportunity unavailable through traditional employment. 

Worker Retraining  
Worker retraining funds Community College workforce education books, fees & tuition.  It also 
funds support services for laid-off or unemployed workers training for in-demand occupations.  
The program benefits between 2 and 3 percent of new students at the college. Started in 1993, 
a study of Worker Retraining concluded that participants have generally recovered between 86 
and 114 percent of their prior wages. 

 
Postsecondary Workforce Education  
Workforce Education programs are offered at three community college campuses. Programs 
also include short-term, on-demand classes, and certificate of accomplishment programs.  
 
Wenatchee Valley and Big Bend Community Colleges structure vocational-technical programs to 
culminate in the attainment of industry-recognized certificates, Associate of Technical Science 
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degrees, or for some programs, a transfer degree.  Programs complement technical instruction 
with workplace skills education such as applied communication and human relations. Together, 
these institutions offer over 40 different professional-technical programs. 
 

Apprenticeship 
Apprenticeship combines classroom and on-the-job training to master a variety of skilled 
occupations.  Apprentices are paid for their labor while receiving training and supervised work 
experience. Most trades-related apprenticeships require between 4,000 and 8,000 hours of paid 
on-the job training. Many apprentices start out earning 40 to 50 percent of journeymen wages. 
An average of 144 hours per year of unpaid classroom instruction is also required for 
construction trades programs.  Other apprentices attend college classes or distance learning.  
 

AmeriCorps  
AmeriCorps combines federal and local funds to employ college students for a year of 
community service. Participants receive a monthly stipend and scholarship after completing. 
Workforce agencies have hosted several participants over the years to serve as assistant 
teachers, youth leaders, activity coordinators and other assignments. 
 

Migrant and Seasonal Farmworker  
Farm worker Investment is administered by OIC of Washington. The program educates and 
trains agricultural workers. It offers English as a Second Language courses, basic education, and 
vocational training for seasonal farm workers. 
 

Adult Education and Literacy, including English Language Programs  
This program educates Adults who have not finished high school or learned English.  Some 
require years of instruction before passing GED tests. Wenatchee Valley and Big Bend 
Community Colleges provide a variety of ABE and ESL classes at times and locations convenient 
for both employed and unemployed workers needing ESL and/or preparing for workforce 
education. Both colleges also provide the opportunity for adults to earn a High School 21+ 
Diploma.  
 

Senior Community Service Employment 
SCSEP provides part-time employment for persons aged 55 and over. Low income individuals in 
this age bracket may receive part-time subsidized employment.   AARP and SkillSource are under 
contract to place eligible seniors at public and non-profit agencies. SkillSource prioritizes one-
stop centers and partners.    
 

WorkFirst  
WorkFirst provides parents receiving Temporary Assistance to Needy Families (cash welfare) job 
search training, work experience, basic education and short occupational classes.  Workfirst 
Services are provided by the State Departments of Social and Health Services, Employment 
Security, Commerce, and Wenatchee Valley and Big Bend Community Colleges. The 
Confederated Tribes of the Colville Reservation administer TANF for Native Americans.  Local 
Plans guide this partnership.  
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Vocational Rehabilitation for Adults with Disabilities  
Department of Social and Health Services Division of Vocational Rehabilitation (DVR) Division of 
Developmental Disabilities, and the Department of Services for the Blind (DSB), the Disabled 
Veterans Outreach Program (DVOP), bring expertise and resources to serve adults with a wide 
variety of disabilities.  These programs, when located at WorkSource Centers, provide accessible 
computer workstations that enable individuals with disabilities access to the internet and 
software programs including other assistive technology and reasonable accommodations. 
 
DVR provides employment services and counseling to individuals with disabilities who want to 
work but have a physical, sensory, and/or mental disability.  DVR counsels each person to 
develop a customized rehabilitation plan designed to increase independence through 
employment 

Programs for Youth  
 

All youth need support as they move through adolescence to adulthood. Vulnerable youth face 
transitions made particularly challenging by poverty, disability, illness, homelessness, 
discrimination, emancipation, foster care, delinquency and other difficult circumstances. A 
growing body of knowledge indicates that these youth need community-wide webs of support 
to transition successfully to adulthood. There are a number of programs in Washington State 
that help young people make these transitions.6 
 

Secondary Education 
An effective strategy for developing a capable workforce must focus heavily on youth. According 
to Washington Learns, the state must educate more people to achieve higher levels if 
Washington is to remain competitive in the global economy. Thus, Washington State created the 
Department of Early Learning and the Thrive by Five public-private partnership to prepare the 
state’s youngest learners before they reach kindergarten. 
  
At the secondary level, School Districts offer a variety of options for teens to obtain a high 
school diploma or equivalent, and in many cases, get a jump on college. These choices range 
from traditional, comprehensive high schools to flexible, alternative schools. Secondary 
education also collaborates with Workforce Investment to create community-based Learning 
Centers. High Schools also offer a variety of Career and Technical Education ranging from 9th 
grade keyboarding to 12th grade computer programming.   
 

Wenatchee Valley Technical Center is a regional school where students study technical 
programs such as collision repair and welding. Students can get a jump-start on a post-
secondary education, apprenticeships, technical and two/four year colleges or universities. 
Instruction provides preparation for immediate entry-level employment. The Center works 
closely with Wenatchee Valley College to provide advanced placement and credits for high 
school students. Currently many programs are connected to post-secondary training. 
 

Columbia Basin Technical Skills Center is a STEM based regional school located in Moses 
Lake emphasizing Science, Technology, Engineering and Math (STEM) subjects and 

                                                 
6
 National Conference of State Legislatures: http://www.ncsl.org/ 
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professions. STEM skills centers not only build scientific and engineering expertise, but also 
focus on creativity, innovation, collaboration, communication skills and critical thinking. 

 

Dropout Re-engagement  
This State law strengthens School Districts ability to serve students who have dropped out of 

school and so disengaged from learning that they need an alternative pathway to an end goal of 

a middle class paying job. SkillSource negotiated with two of its four school district partners to 

convert their Learning Center contracts from OSPI’s standard contracting rules to the new 

dropout reengagement contracting rules. Reengagement best practices build on a history of 

open-entry/open-exit, flexible scheduling and year round learning, teachers as coaches, 

facilitators and crew leaders, real-world, career-oriented curricula, employment opportunities, 

comprehensive student support and portfolio of learning options.  

Special Education 
Public schools throughout the five counties accommodate students with cognitive and physical 
disabilities. Special education classes are offered, as are mainstreaming opportunities in regular 
classrooms. Additionally, the North Central Washington Technical Skills Center has programs for 
disabled individuals that focus on vocational training and community experience. Workforce 
development programs for young people with disabilities are almost entirely focused around 
public schools.  
 

Job Corps  
Job Corps is a residential education and training program that prepares young adults for a trade, 
high school diploma or equivalent, and employment. The Columbia Basin Job Corps Center is 
located across the street from Big Bend Community College.  Most who attend are from outside 
the area and learning skills that are in-demand within their own communities.  
 

Workforce Investment Youth  
This Youth development program primarily serves youth who have dropped out of high school 
and impoverished high school students who are struggling to keep up. Students are counseled 
and supported while attending basic education class, career planning workshops and gain work 
experience, both voluntary and paid. Graduates are assisted to enter the military, enroll in 
college, attend Job Corps or find jobs. 
 
Learning Centers retrieve about 500 teen dropouts annually to achieve literacy and numeracy 
gains, earn Workplace Skills Certificates or General Equivalency Diplomas (GED), and teach 
employment and workplace skills. Staff assist Learning Center graduates enter employment, 
college or the military.  

 
Apprenticeship  
Apprenticeship combines classroom and on-the-job training.  There are numerous occupational 

programs but construction trades are most recognized programs. 

On-Job-Training is paid. Most trades-related apprenticeships require between 4,000 and 8,000 

hours of paid on-the job training.  Apprentices typically start out earning between 40 and 60 

percent of journeymen wages rates.  Traditionally 144 hours of classroom vocational instruction 

is required each year, about the equivalent of attending college full-time for a quarter.  



 
 

 

North Central Regional Workforce Plan: 2016-20   48 

 

75 percent of students will never attend a university or four-year college. Apprenticeship is a 

sensible path for young people to build a career. 

Washington State University (WSU) Extension 4-H Youth Development Program 
The 4-H Youth Development Program offers a number of experiential learning opportunities for 
young people in North Central Washington. The 4-H Challenge Program provides youth with 
adventure-based learning experiences to develop social and emotional skills, including effective 
communication, leadership, cooperation, respect, trust, self-confidence, conflict resolution, 
decision-making, and problem-solving. Programs can range from recreational to therapy-driven 
activities.  
WSU Extension also coordinates the 4-H Mobile Technology Program and 4-H Science, 
Engineering, and Technology Program. The van houses 15 laptops and a satellite dish that 
provides internet connectivity to the computers, which can be rolled into classrooms. The lab 
consists of a set of 15 computers stored in portable cases that can be set up in minutes. 

Employer Sponsored Training 
 

The vast majority of employee training happens On-the-Job. Fifty regional employers from a 
wide variety of industries were interviewed to inquire about the methodology of On-the-Job 
training at their business. The study found both formal and/or informal training occurs at every 
workplace, and employers are investing an impressive amount of time, energy and personal 
commitment to upskill their workforce. 
 
Formal  
Formal training generally outlines a set of specific competencies that employees are expected to 
learn. Workshops, seminars and/or computer-based instruction and instruction is designed to 
help individuals master those skills. These can take place through computer-based and online 
resources, in a classroom setting, guest speakers on site or at offsite seminars. At the end of the 
training period, there is generally an evaluation to assess whether or not trainees have attained 
the desired objectives.  The formal trainings encountered in the survey were, for the most part, 
employer sponsored and covered certification for Food and Alcohol Server certification, 
required health and safety classes, CDL & forklift certification, healthcare computer-based 
training modules, several propriety company “universities” and substantial vendor specific 
trainings.  
 
Informal  
72 percent of the employers interviewed offered Informal-Structured training, following some 
sort of a written training plan. This could be a brief safety/employee guidelines handbook or 
much more thorough daily checklists and verbatim phrases that are required. Another format of 
structured- informal training noted was through modeling that followed a predictable pattern: 
Explanation of the task, Demonstration of the task, Observation of employee performing the 
task , and Evaluation of employee performance. This same pattern was also seen during informal 
training and was often described as “hands-on-training.”  
 
Though many of the employers surveyed had formal and structured training at the outset of 
employment, without exception every site interviewed paired their new hires with either a 
manager or an experienced employee to continue On-the-Job training. For repair and service 
businesses, the training manual is primarily dictated by customer requests and work orders. 
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Employees are trained as jobs walk through the door. For retail businesses, typically employees 
are trained on each product line, but there is additional, informal, verbal and modeled training 
about how to assess and address customers. Food service and hospitality industries were similar 
in that they trained to meet expectations on efficiency while also providing verbal and modeled 
customer service skills unique to each setting. Manufacturing sites required formal training on 
efficiency, safety and productivity but employees were additionally trained by experienced peer 
employees. Some employers noted daily huddles, pre-shift or weekly briefings on new goals and 
improvements. 
 
Assessment 
Assessment and feedback were noted as important elements in training new employees. 
Competency and proficiency were evaluated most often by supervisors and managers based on 
the expected criteria of sales, efficiency & productivity. In addition to these, supervisors stressed 
the importance of employee confidence and comfort. Employers repeatedly confirmed how 
important it is that the employee represent the business well by being comfortable and 
competent. Though 70 percent of interviewed businesses have a formal review process, 
immediate feedback was mentioned as most helpful, both confirming and critiquing. Employers 
noted the necessity and value of errors as opportunities for further instruction and 
improvement. They appreciate the employee who is resilient and able to make use of these 
training opportunities. Several mentioned that mistakes are unavoidable, but the employee who 
puts them to good use is a valuable asset to the team. 
 
  Investment 
A good employee is good for business and turn-over is more costly than training. According to 
an Association for Talent Development national study, the opportunity for growth and 
advancement within an organization is one of the top three drivers of employee engagement 
and productivity. Sixty-five percent of respondents to a survey said that “the quality of company 
training and learning opportunities” positively influenced employee engagement to a high or 
very high extent.7 This question elicited the strongest response of the entire survey. Suggestions 
for providing growth and advancement opportunities for employees include: 
 

 Offering mentoring opportunities for all employees. 

 Pushing employees out of their comfort zones, allowing them to explore new roles and 
duties to keep them interested and challenged. 

 Offering short-term job assignments or limited-run project assignments where employees 
have an opportunity to explore new responsibilities for a period of time. 

 Providing training for engagement building skills, and including these skills as part of 
managers’ development plans. 

 Involving employees in designing their own career plans.8 
 

Several examples of personal investment on the part of the regional employers were inspiring. 
One employer expressed his firm desire that he train up employees to take over the business 
and become independent and potential competitors, noting that motivated employees are very 
productive. Another employer expressed her satisfaction in watching employees master skills 

                                                 
7
 Learning’s Role in Employee Engagement, American Society for Training & Development, 2012, p. 13 

8
 ibid 
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they didn’t think they were capable of, making it part of her training to stretch employees into 
areas of discomfort and challenge for greater success and team building. Several worksites re-
ferred to their employees as their “kids,” with a personal desire to watch them succeed.  One, 
extraordinary workplace actually outfitted a potential employee who had multiple barriers to 
employment with professional attire, paid to send her to a beautician and encouraged her to 
pursue further soft skills training through a One-Stop partner. 

 

New Post-Secondary Workforce Education Initiatives  
 

Aviation: Unmanned Aerial Systems 

Big Bend Community College is in the process of bringing Unmanned Aerial Systems on board.  
This program teaches students how to operate drones for the agricultural industry, but also 
prepares them with skills in mechatronics to maintain and repair the machines.  Curriculum is 
being developed and has drawn the attention of private employers. 
 

Medical Simulation Technology: Computerized Manikins 

Big Bend Community College took the first step toward offering the first Medical Simulation 

Technician program in the State.  Human simulators provide lifelike training for health care 

students and professionals.  Simulators bridge the gap between theory and clinical experience. 

The new technology also requires technicians who know how to fix and alter the simulators to 

provide the right scenarios.  Medical simulation technician students will learn to design, 

implement, troubleshoot and repair simulators  

Machining:   
WVC’s new Industrial Technology Machining Program supplies educated graduates for areas 

such as aerospace, electronics, food processing, automotive repairs, public utility districts, 

county and city government transportation departments, specialty tool and equipment 

manufacturing, food packing plants and warehouses.  

The program offers a two-year associate of technical science degree as well as a one-year 

certificate of completion in conventional (manual) machining.  Both are designed to prepare 

students for entry-level employment in the machining industry by integrating theory and 

practical applications.  

Outdoor Management: 
WVC’s new Outdoor Recreation Management is designed around North Central Washington's 

unique natural environment, which provides an abundance of outdoor recreation opportunities 

that promote physically fit and active lifestyles.  Outdoor recreation is a growing field of 

employment and an important part of our regional economy.  Career opportunities are available 

in outdoor recreation services and tourism in a variety of settings. 
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Aligning Resources, Services & Expanding Access 

Aligning Resources 
 

Local resources are aligned across core programs in order to broaden service delivery, maximize 
leverage and minimize duplication. Examples of existing alignment partners reported are:  

 

1)  Wenatchee Valley College Adult Ed (Title II) contracts with SkillSource (Title I) to provide Basic 
Skills Instruction at the SkillSource Learning Center to educate adults toward a GED or High 
School 21+ diploma.  A similar arrangement exists at Central Basin WorkSource Center 
between Big Bend Community College (Title II) and SkillSource.  These arrangements extend 
ABE instruction to off campus locations.  

2) WVC also contracts with SkillSource to support digitally instructed ELL students. This 
demonstration class utilizes mobile, cloud computing to help students acquire English 
Language proficiency.  

3)  In Wenatchee, DVR (Title IV) staff provides on-site orientation, intake, job preparation and 
soft skills for students with disabilities at the SkillSource Learning Center.  DVR counselors 
meet with students, parents, instructors and SkillSource youth trainers (Title I) to coordinate 
plans and provide additional support/mentoring.  

4)  Other resource alignment and leveraging with Title III and other partners are realized in joint 
job fairs, hiring events, veteran outreach events and discretionary grant proposals where 
partners commit resources to carry out critical work as leverage and match.  Partner 
employer outreach staffs meet regularly to share information and coordinate business 
services. 

5)  Co-enrollment of customers with multiple partners allows leveraging of shrinking funds.  A 
customer may be co-enrolled with as many as 3-4 partners to provide counseling, support, 
tuition and follow up.  

6) Areas for exploration and possible improvement are the methods of resource sharing 
specifically for staffing the front end in the Central Basin Center.  

Aligning Services  
 

Local services are aligned across core programs as well as other key workforce partner programs 
in order to broaden service delivery, increase access, capitalize on partner expertise and 
minimize duplication. Examples of existing alignment partners reported include, but are not 
limited to:  

1) Title I Youth enrolled in State secondary education aligns with Carl Perkins by enabling 
students to earn post-secondary credit. College and Career Fairs for students are jointly 
organized by Title I, Secondary Ed and Adult Ed to provide a full array of career education 
and training information to youth and adults.  

2) Many partners' staffs serve on Community College Professional-Technical Advisory 
Committees, Interagency Councils and Worker Retraining committees to provide and glean 
information critical to providing up to date career guidance information to customers.  
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3)  Partners closely coordinate a variety of vocational education financial aid sources including: 
Pell, Worker Retraining, Adult and Dislocated Worker ITAs, Youth, Trade Adjustment 
Assistance, Basic Food Employment and Training, Opportunity Grants & Vocational 
Rehabilitation funds.  Staffs meet regularly to leverage funding options for customers.  

4)  Multiple partners co-facilitate workshops bringing a variety of information and expertise.  
From orientation to assessment to labor market and job search to financial aid and training 
options, partners team up to provide information customer need to make informed 
decisions.  

5)  Secondary Ed provides Special Education in two Learning Centers so that retrieved dropout 
youth with disabilities receive additional services to succeed.  DVR staff is often part of this 
collaboration. 

6)   Rapid Response services are aligned through partner planning sessions and the development 
of a service strategy that meets the specific needs of the affected workers. When necessary 
and feasible, partners expand service and program offerings on a large scale in a short span 
of time.  Partners communicate, meet and adjust services daily.  

7)  Business Services teams meet weekly to discuss the needs of local employers and plan 
services that maximize the expertise of staff and available services of each partner. These 
teams have a strong representation from One Stop partners and in some cases from 
partners outside the Centers.  

8)  Services are aligned through technology solutions such as WorkSourceWA.com and Career 
Cruising that will match employers with workers and students in a new integrated fashion.  

9)  Title I works closely with two state-of-the-art Secondary Technical Skill Centers and Job Corp 
Center to provide former dropouts with an opportunity to learn in-demand skills and 
prepare for advanced training.  

10)  Adult education services are offered at two Centers enabling students to attend class at a 
less intimidating location before working up to the notion of advanced education and 
training.  

Expanding Access  
 

Strategies reported by partners for expanding access to employment, training, education and 
support include:  

1) Increasing services for youth with disabilities through collaboration and joint agreements.  

2) Expanding adult basic education and ESL availability, specifically in Okanogan County.  

3) Continuing to build on the alignment of secondary and post-secondary education and expand 
access to vocational education for students 19-21 through Running Start and Open Doors.   

4) Improving the collaborative outreach and marketing efforts to provide employers with the 
information about workforce and training services offered through the One Stop.  

5) Increasing the level and frequency of staff cross training so that information is up to date and 
delivered to One Stop customers in a consistent manner.  
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6) Increasing the number of staff participating on Community College Vocational Advisory 
Committees.  

7) Partnering with vocational education providers to increase options for short term, stackable 
training that results in a skill certificate.  

8) Continuing to communicate with DSHS to maximize collaboration with WorkFirst and clients 
receiving public assistance.  

9) Analyzing the assistive technology at Centers and bring up to date.  

 
Services to Individuals with Barriers to Employment  

Veterans 
 

Targeted outreach to veterans and eligible spouses is achieved through the implementation of 
written One Stop System procedures at each WorkSource Center, Affiliate and WIA Title I 
provider.  Written procedures outline Priority of Service for Veterans and eligible spouses.  One 
Stop partners have been trained on these procedures and are located online for easy access.  
Veterans are first identified at the first point of contact which can be at the Center front desk or 
Center Orientation.  Veterans are asked to identify themselves in order to receive priority of 
Service.  
 
Services to veterans are coordinated between Title I and Wagner-Peyser Vet Representative, 
and Community Colleges through the Veteran’s Retraining Assistance Program (VRAP).  Partners 
communicate with each other regarding available resources and often combine services when 
appropriate.   
 
Consistent with the Jobs for Veterans Act (Public Law 107-288) the North Central WorkSource 
Partnership is committed to providing services to veterans on a priority basis. 

Unemployment Insurance Claimants  
 

Claimants receive an Orientation to One Stop services within the first 2-4 weeks of filing an 
initial claim.  The RESEA Orientation is delivered by Employment Security Staff (Wagner Peyser). 
Partner Staff (SkillSource, DVR and OIC) are invited to make a brief presentation regarding their 
specific programs to recruit job seekers.  The Orientation includes a RESEA presentation that 
provides labor market information, claimant responsibilities for job search, and Employability 
Readiness Review.  The WorkSource One-Stop Career System video is shown along with a video 
that explains how to properly complete a job search log.  

After the Orientation, UI Claimants are required to meet one-on-one with RESEA Staff that will 
provide Reemployment Assessment: Conduct UI Eligibility Assessment & report potential issues; 
Outline labor market information and opportunities; Provide staff assisted job match; assist with 
development of Individualized Reemployment Plan (Action Plan); Refer customers to at least 
one mandatory reemployment service and/or referral to training; Provide follow-up services 
when necessary.  Claimants who are job-ready will be encouraged to access career services that 
will assist them in obtaining employment, including an array of workshops & classes that help 
prepare the claimant for re-employment.  Claimants who are not job-ready are offered the full 
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menu of services including the possible options of training and re-training with the ultimate goal 
of permanent, year-round employment.  

New programs, within Unemployment Insurance, change based on federal laws and regulations.  
The role of the Workforce system is to adapt to those changes quickly by implementing the new 
regulations.  An example is our previous Extended Unemployment Claims program (EUC) that 
ended in December 2013.  This temporary program extended unemployment insurance to 
individuals and also provided an opportunity for customers to attend a workshop that focused 
on techniques and tools to assist in their ability to return to work.  The system is adaptable to 
quickly implement new regulations as they become law.  

Several Governor’s 10% discretionary grants have targeted Workforce Investment funds to train 
long term unemployed workers on-the-job.  Concentrated efforts to locate, recruit, orient and 
train have resulted in many workers returning to the workforce.  These efforts will continue as 
funding is available.   

Older Workers  
 

In addition to all services described previously, low income, older workers have access to 
training through the Senior Community Service Employment Program.  SkillSource operates the 
SCSEP grant for the Area.  Center and affiliate partners including Wagner-Peyser refer potential 
candidates for services.  This program helps older workers brush up their basic, computer and 
workplace skills and connects them with local agencies and employers to further develop those 
skills.  Workshops such as Career Planning, Job Search Toolbox, My Job Network and computer 
basics to help them identify their transferable skills improve job search and networking skills as 
well as increase update and improve their computer skills. Part time work experience is 
designed with a training plan and performance evaluation system that helps older workers 
practice new skills and increase their ability to secure unsubsidized employment.   

Individuals with Disabilities 
 

The Workforce Development System is designed for all persons interested in work to access 
services.  DVR is an integral partner located in both comprehensive Centers in Moses Lake and 
Omak and in the Chelan/Douglas partnership.  DVR is also a member of the Central Basin 
Operator Consortium, local business services teams and is represented on the Local Board of 
Directors.   
 
Local strategies to enhance services to Individual with disabilities include a closer collaboration 
with DVR staff in the Centers to co-enroll customers where appropriate and maximize the level 
of services provided.  WorkSource and DVR staff collaborates on a consistent basis, sharing 
information about common customers and joint service strategies. Accommodations for 
individuals with disabilities are provided for core and intensive services at SkillSource and 
WorkSource locations through assistive technology and other resources.  
 
WorkSource staff receives training in assisting persons with disabilities.  The training has come 
from Employment Security, the Workforce Development Council staff and Division of Vocational 
Rehabilitation.  In addition to the education of staff, which is critical in the delivery of services, 
the One-Stop center actively sought out and received assistive technology and training using a 
large variety of equipment.  The One-Stop center and affiliates have Spanish Bilingual and 
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Russian Bilingual staff that is ready to assist in interpreting, as needed.  The system also uses the 
Relay system for the hearing impaired and has a contract with an interpreting service.  This list 
of options for persons with disabilities is not all inclusive, and staff will use any means available 
to assist persons with disabilities with respect and dignity.   

 

Long Term Unemployed 
 

The longer an individual is out of work, the more difficult it is to re-enter the workforce, 
especially for the older individual.  Two-thirds of long term unemployed workers are over 45. 
Implementing three national dislocated worker grants has taught SkillSource the primary 
obstacles these individuals face and to develop strategies for success such as Internship.  As 
seen on 60 Minutes, this one to two month work-based learning assignment enables the worker 
to re-enter a workplace, restore confidence, recall positive work habits and learn how the 
business operates at no cost to the employer.  It allows both parties to make sure this is a right 
fit.    

Migrant Seasonal Farm Workers (MSFWs) 
 

 WorkSource Okanogan County, WorkSource Central Basin and WorkSource Wenatchee Affiliate 
each have designated Wagner Peyser funded outreach staff to provide focused core services for 
migrant and seasonal farm workers, and agriculture employers.  All MSFW Outreach staff and 
40% of the all ESD staff are bilingual in English and Spanish. 

 The MSFW Outreach staffs are required to spend a majority of their time conducting outreach 
to migrant and seasonal farm workers where they work, live and gather to provide them 
information on the services available to all job seekers.  Each center and MSFW Outreach staff 
develop effective outreach programs bringing together community organizations, public 
agencies, employers and farm workers to provide and facilitate core services to the job seeker.  
Job referrals are also provided as appropriate.  Outreach plans are developed to give centers 
and outreach workers definite goals and guidelines on various outreach activities during the 
year. 

As part of the services provided by the outreach staff, MSFWs are provided with a list of services 
available to them in their own language, including the availability of referrals to agricultural and 
non-agricultural employment, training, supportive services, as well as the availability of testing, 
counseling and other job development services.  Information is provided about H2-A jobs and 
current employment opportunities; ES complaint system, rights with respect to the terms and 
conditions of employment, and information on other organizations and services for MSFWs. 

ESD outreach workers, WIOA training staff and OIC staff meet on a regular basis to promote 
employment screening and OJT opportunities for agricultural employees. Additionally, 
representatives from OIC of Washington, the WIOA MSFW grantee, provide information on 
eligibility and training opportunities to farmworkers on a regular basis in some centers.  
Farmworkers in the WorkSource Okanogan service delivery area are served on an intermittent 
basis by OIC staff in Wenatchee. 
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Coordination with Secondary and Post-Secondary Education 
 

The Local Board connects secondary education and workforce investment at four community 
based learning centers. Nearly $1 million State dropout reengagement funding is combined with 
a half million in federal funds to educate teen dropouts.  Most prepare for the GED but a 
significant share are in a high school diploma track.  This collaboration between SkillSource and 
four School Districts has also landed three YouthWorks grants.  Learning Center students often 
enhance skills by attending vocational classes at Wenatchee Valley and Central Basin Technical 
High Schools.  
 
Adult education is provided at WorkSource Central Basin and Wenatchee SkillSource through 
cooperative agreements with the Community Colleges.  This increases student capacity and also 
allows students who prefer studying at a community based location to prepare for HSD 21+ or 
the GED.  
 

Title I and vocational education staff work diligently to coordinate paying tuition and related 
educational costs.  Between Pell, Worker Retraining, Opportunity grants, Workforce Investment 
ITA, and others, students get the best package possible while maximizing the usage of these 
sources.  
 
Staff of partner programs meets regularly to coordinate funding, align services and eliminate 
duplication.  Title I staff serve on community college program advisory boards while community 
college staff serve on business services and outreach committees.  Career Fairs and hiring events 
are coordinated with partner staff for both adult and youth populations. 

Career Pathways 
 

Over the last decade, North Central Workforce Area has made marked strides in developing 
interconnected pathways, with multiple options for workers and continues to do so today.  
More partners are delivering services out of One Stop locations while expanding and improving 
the offerings to workers and students.  Even with the shrinking budgets of almost all education 
and training providers in the local system, resourcefulness has increased. Partners work closer 
than ever and partner in co-enrollment to maximize the options for a worker’s pathway to 
advancement.   
 
These efforts are seldom made without multiple partner involvement. Below are examples of 
how coordinated efforts between Title I and other system partners are expanding and 
supporting learning opportunities for workers at all stages of their education or career paths. 

 
Partners offer greater career and education guidance for adults through career and 
education planning workshops. Workshops are designed to help customers explore local and 
state labor markets, emerging and demand occupations and result in a training plan.  

 Through delivery of basic skills instruction at One Stop Centers and SkillSource 
locations.  WVC and BBCC offer Adult Basic Education at the Central Basin 
WorkSource and Wenatchee SkillSource.  

 Through coordinated preparation for post sec education, informing customers 
about financial aid and assisting w/ applications. SkillSource coordinates closely 
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with both WVC and BBCC to provide up to date information on program offerings 
and financial aid options. 

 

Partners increase the accessibility of training programs for adult workers by participating 
with Professional/Technical Education initiatives such as Air Washington to help students 
navigate through and complete occupational training specific to the Aerospace industry. 
Enhanced accessibility to post-secondary programs will increase industry recognized 
credentials. 
 

Partners improve training for adult workers with barriers to advancement by coordinating 
with DVR to assist them to increase the number of internships and community based 
employment and OJT for individuals with disabilities. And, by contracting with SCSEP to 
educate and train older workers to secure employment suitable to their needs and abilities. 
 

Partners leverage resources and efforts to expand work-based learning and career 
exploration activities through efforts/initiatives such as YouthWorks, Wenatchee Learns and 
CB Tech Center.  
 

Individual Training Account (ITA) 
 

Jobs of the 21st century require advanced skills.  Individuals whose career goals requiring post-
secondary education may receive an Individual Training Account (ITA).  ITAs are issued for 
vocational-technical programs eligible training providers designed to teach the knowledge, skills 
and abilities necessary to perform a specific job or group of jobs for which there is a demand.  
Education is encouraged in higher skill occupations and for nontraditional employment 
appropriate to the participant's needs and which contributes to their economic self-sufficiency. 
The training may be sequenced with or accompanied by other types of training such as OJT.  It 
ranges from six months to two years, depending on the occupation and training available. 
 

Programs include but are not limited to, nursing, accounting, machinists, mechanics, industrial 
electronics, automated office technology and computer programming.  Time span in certain 
vocational training averages one to two years depending on the program.  Community colleges 
are primary suppliers for this type of vocational education.  

 
Employer Engagement and Business Services 

 
Local area employers receive business services through a coordinated approach.  Title I and Title 
III program staff take the primary lead in outreach and delivery of these services.  Other system 
partners provide services as available.   
 
Each WorkSource Center and Affiliate has developed and implemented a coordinated Business 
Services plan which outlines the roles and responsibilities of each partner and the corresponding 
efforts that each partner will provide.  Each plan outlines how referrals will be made between 
partners for training and to businesses for hire or for training.  Coordinated Business Services 
Plans can be viewed on the North Central 1Stop page link at www.skillsource.org. 

 

Plans outline: 

http://www.skillsource.org/
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 Basic business services: Labor market information, Job listings, Applicant Referral, 
Business Assessment, Access to Training & Re-training, Business Assistance 
Information & Referral, Business Restructuring/Closure Information, Access to 
Facilities.  

 Coordinated outreach to new and existing employers in each sub area.  

 How demand occupations and industries important to the region will be targeted. 
 

Business Service Teams work together to meet the diverse needs of local business. Team 
members visit business locations to encourage the use of Center services ranging from entering 
job openings, referring candidates, developing job descriptions, conducting skill gap analysis, 
preparing training plans, utilizing tax incentives to coordinating hiring events.  Information 
ranging from hiring practices to retention and training opportunities, layoff aversion to Rapid 
Response is provided to employers as part of the coordinated plans.    
 

Job Development is a facilitated introduction of a job seeker to an employer for the purpose of 
securing a job interview or creating the opportunity for the applicant to be considered for 
current or future job opportunities.  This service is provided when there are few (if any) 
available job listings consistent with the unique skills, experiences or interests of a job applicant.   
 
1. To increase employer engagement with the workforce development system, local 

strategies include: 
a. Improve outreach to employers through a coordinated Business Services Plan with 
Employment Security (ES) and other partners on the One Stop Business Services Team. 
The plan outlines process standards for jointly reaching out to employers and providing 
services in an efficient coordinated manner. Educate and engage employers in the new 
job matching system WorkSourceWA.com  
 
b. Engage employers in identifying skills needed to perform the job, assist them to 
design training plans and evaluation systems to meet their standards through On-the-Job 
Training (OJT). Partners (SkillSource, OIC, DVR, TAA) coordinate the delivery of OJT 
depending on the need of the employer and trainee.   
 
c. Continue industry involvement in work-integrated learning by participating in 
Industry groups similar to CDM (Career Development in Manufacturing): an employer 
consortium made up of Columbia Basin food processing and manufacturing companies. 
This employer consortium partners to recruit and prepare candidates for a variety of 
occupations in the manufacturing industry.  Once candidates passed a 10 week 
customized, industry specific course, they receive preferential hiring consideration.  One 
Stop partners work with the consortium to facilitate orientation to the course, screening 
for minimum requirements and assessment.  

d. Increase employer investment in workforce training by promoting OJT and 
customized and incumbent worker training.   

 
2. To promote economic development by connecting workforce development with job 

creation and growth, local strategies include: 
a. Provide and market business services through a Coordinated Business Services plan 

customized to each WorkSource Center and/or Affiliate.  
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b. Invest in strategic economic opportunities such as assisting the Dept. of Commerce 
deliver incumbent worker training to expanding businesses in the manufacturing 
industry. Communicate with Economic Development Organizations (i.e.: Grant County 
EDC, Chelan County Port District, Economic Alliance) to communicate and market 
businesses and employment services to new and expanding businesses.  Join efforts with 
the Wenatchee Valley Initiative: "Our Valley, What's Next" to participate in the 
development of a comprehensive plan for continued economic and job growth.  
c. Encourage and support entrepreneurship by partnering with local community 
colleges to add self-employment/entrepreneurship courses to their program offerings 
and the Eligible Training Provider List and fund entrepreneurial training as appropriate.  

 
3. To improve job search and placement services for unemployed and underemployed 

workers, local strategies include:  
 

a. Improve the quality and speed of job matching and referrals between job seekers 
and employers by educating and assisting employers and job seekers to use 
WorkSourceWA.com.  

b. Make job search and placement assistance more widely known and available 
through the coordinated efforts of Business Services Teams and the Coordinated 
Business Services Plan implementation. 
 

c. Strengthen linkages with unemployment insurance through ongoing partner 
coordination, staff cross training and communication with job seekers. 

On-the-Job & Customized Training 
 

Individuals may lack the occupational skills required by employers. The Local Board prioritizes 
skill development and training as a major service in the local area.  Skill development may take 
place in a variety of ways whether in the classroom or on-the-job and depends largely on the 
employee’s learning style and the type of occupation.   

Most employers prefer to train on-the-job; others want experienced people on day one.  The 
Local Board may utilize a variety of methods as Title I budget allows.  

Employees learn occupational skills informally through demonstration and practice and other 
forms of Job Instruction Training.  Training is conducted at the employer's business. OJT may be 
sequenced with or accompanied by other types of training such as classroom training or literacy 
training.   
 

Title I may reimburse employers for the actual costs incurred providing classroom or outside 
training and training-related and supportive services to participants. Any additional payments 
shall be only for training and support over and above that provided to regular employees, and 
the employer must document costs. 
 

Worksite supervisors and/or employers usually receive a formal orientation by a job trainer 
before the employee starts.  The orientation includes an explanation of the program, a review of 
labor laws, time and attendance procedures, a review of good supervisory skills, techniques for 
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dealing with poor performance, reinforcing good work habits, and evaluating competency.  The 
supervisor is encouraged to contact the case manager/trainer whenever problems arise.   

Incumbent Worker Training  
 

Learning never stops. Employed workers need training too; especially where there is room for 
skill development, advancement and promotion.  Incumbent training under Title I is allowed 
when it is designed to retain a skilled workforce or avert the need to lay off employees by 
assisting the workers learn the skills necessary to keep their job. The employers must share in 
the cost of the training.  The Local Board will explore this option during its 16-17 budgeting 
process.  
 

Service Provider Performance 
  

Service provider performance is reviewed monthly at the management level and quarterly at the 
board level.  Performance targets are set annually for input and outcomes.  Performance is 
managed by reviewing actual levels against target and, when necessary, modifying current 
practices and procedures to improve outcomes.  Additionally, local employers are surveyed on a 
periodic basis about their employment needs and what skill gaps they are experiencing in the 
labor force.  This information is used to target skill shortages and readjust service offerings 
where appropriate.  Many employers report soft skills and work readiness are still at the top of 
skill gap list.  Service providers receive this feedback regularly and adjust service offerings such 
as adding more internship opportunities for employers and job seekers to make sure the job is a 
good fit before committing to full-on training.  
 

Accessibility & Technology  
 
Both Comprehensive Centers (Okanogan and Central Basin) and both Affiliates (WorkSource Wenatchee 
and SkillSource) currently have wireless internet access. 

 

The Local Board will make Title I services available in each county in the one-stop delivery 
systems.  The Local Board will also advocate partners provide services throughout the one-stop 
delivery system, including remote areas, as feasible.  Advances in technology have made access 
to services more of a reality in more remote areas through the use of internet connections in 
local libraries and community centers where a one stop center or affiliate are not present.  The 
implementation of WorkSourceWA.com will help increase customer and employer access.   

 

Equal Opportunity 
 

The Local Board has designated an Equal Opportunity (EO) Officer who is responsible for 
ensuring compliance with Section 188.  The EO Officer or his/her designee will train and 
monitor Title I sub recipients, Operators and contractors as applicable.  MOU partners agree to 
comply with Section 188.  
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Adult & Dislocated Worker Employment & Training Activities  

Career Services  
 

The delivery of career services supports the principles of universal access, customer choice, 
continuous improvement, performance outcomes and integrated service.  
 
Services will address the employment and skill gaps of individuals through universal access to all 
services by job seekers and employers. Services are available to all job seekers including 
dislocated workers, displaced homemakers: adults, including public assistance recipients; 
individuals in non-traditional training; and persons with multiple barriers.  
 
Outreach to potential eligible adults is accomplished primarily through word of mouth of 
previous customers and through staff membership on various community groups. Additional 
outreach is accomplished through joint partner orientation meetings as well as coordinated 
outreach materials presented to customers entering the Centers.  A local one-stop video 
produced specifically to inform customers about one stop services, including Adult services, is 
shown in group orientations, in the resource libraries, in kiosks and online.  This information 
helps customers self-refer to additional services.  Partners in the Center and larger system meet 
regularly to share information and update processes for referral of customers to each partner 
programs/services.  
 
Upon entering a Center, Affiliate or Title I service provider, customers will encounter a friendly 
and informative reception staff equipped to handle a diverse population. Applicants receive an 
orientation to the full array of services available in the Center.  The orientation may be provided 
in a group setting or through other means such as computer video presentation.  Individuals 
may then self-access available resources, including labor market information, Internet access to 
career and training information, use of phones and fax machines, newspapers, and employment 
information. Staff will generally be available for those customers requiring assistance in utilizing 
resources. 
 
Emphasis will also be placed on the ongoing utilization of Innovation Act and other resources as 
a method of promoting skill enhancement needed to ensure career development, and job 
retention beyond the initial employment. The career service delivery process will promote the 
opportunities available to help customers move into jobs that facilitate career growth and self-
sufficiency.  

Individualized Career Services  
 

Some persons require more personalized help to learn the skills employers want. To ensure the 
greatest degree of flexibility in providing the most appropriate services, an applicant may access 
individualized career services at any point following initial assessment and determination of 
eligibility.   

 
Individualized Career services are designed to closely assess and analyze a worker’s aptitude, 
attitude and abilities. These services also provide foundational skills generic to most occupations 
like Math, English or Computer basics.  A variety of services are available including but not 
limited to:  comprehensive assessment, Career Planning/ Case Management, development of an 
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Individual Employment/ Training Plan.  Individualized services also include basic education skills, 
computer literacy and other short term pre-vocational services.  
 

 Comprehensive Assessment 
This includes, includes but not limited to, interviews, portfolios, and data collection and 
standardized tests. Information gathered during an initial assessment and input from providers 
of core services will be included in the assessment process and the development of an Individual 
Employment Plan.  
 
Formal assessments such as Career Scope, CASAS, WorkKeys, Prove it are available to measure 
the applicant's basic and foundational skills and as well as occupational skill knowledge. This 
information together with other assessments aimed at determining attitudes toward work, 
interests and values help to set goals as well as determine the fit between a candidate and a job.   
 

When a training plan calls for on-the-job training, an analysis of current skills and comparison to 
the required skills is done using personal interview with the applicant and supervisor.  When a 
training plan calls for vocational education, additional assessments such as Compass are used to 
determine readiness. 

 
 Individual Employment Plan 

An integral part of the career planning process is the development and implementation of an 
employment plan that outlines short and long term goals and the specific strategies for 
achieving goals.  The plan identifies the specific services needed to assist the customer in 
obtaining employment including any supportive services needed to overcome issues impacting a 
customer's ability to secure and maintain employment. Plan development has benefited from 
the articulation of ESD and SkillSource planning workshops.  For example, goals set in one 
workshop are carried over and recognized in a subsequent workshop. 
 

 Career Planning / Case Management 
The Trainer serves as the point of coordination and consistency for a customer by providing 
guidance in mapping out the activities needed to achieve their goals.  The Trainer ensures that 
each customer is aware of available options, not only those at SkillSource or the  WorkSource 
Center, but services offered throughout the community, and will have extensive knowledge of 
the local labor market.    
 
Ongoing case management provides an opportunity to identify issues which were not previously 
apparent, or which have recently arisen, and which may deter a customer from achieving their 
goals. In some instances, two or more agency’s counsel and support (i.e. case manage) a mutual 
customer. In these instances SkillSource, Colleges, DVR and Employment Security program staff 
meet regularly to case conference jointly enrolled customers. Also, progress or status notes are 
shared via a database that all appropriate partner staff may access. 
 

 Basic Education and Computer Skills  
Math and English Certification (GED, WorkKeys); Internet Computer Core Competencies 
Certification (IC3) are offered.  This skill development is most frequently coordinated with 
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community colleges at one-stop Learning Centers. SkillSource provides ABE class space at no 
cost. This enables colleges to extend ABE instruction to additional off-campus locations. 

Training Services  
 

The service flow design has been intentionally crafted that when a person completes initial and 
comprehensive assessment and career planning, all the necessary information has been 
collected to determine if training is necessary and equally important, what type of training 
would be most beneficial for the individual.  This planning is done jointly between the WIA 
training consultant and the participant using a plethora of information gathered, researched and 
analyzed to that point.      

 
Training services are available to those meeting the following requirements: 
 

1. meet eligibility requirements for career services and are unlikely or unable to obtain or 
retain employment that leads to economic self-sufficiency through career services,  

2. in need of training services to obtain or train employment leading to self-sufficiency, 
and 

3. have the skills and qualifications to participate successfully in training services,  
4. have selected a programs or training services that are directly linked to the 

employment opportunities in the local workforce investment area or in another area in 
which they are willing to commute or relocate, and  

5. are unable to obtain grant assistance from other sources to pay the costs of training 
such as Pell, TAA, State funds or require assistance beyond that available from other 
sources to pay the costs of such training. 

 
Training activities will include, but are not necessarily limited to, occupational skill training, 
training for non-traditional employment, on-the-job training, entrepreneurial training, job 
readiness training, customized training conducted with a commitment by an employer or group 
of employers to employ an individual upon successful completion of the training.    
 
The primary emphasis of all activities is to match the employment needs of the customer with 
the needs of the local labor market. Services such a counseling, individual service strategy 
development and assessment of aptitude and interest combined with specific skill development 
through activities such as classroom training and on-the-job training contribute to occupational 
skill development.  A wide range of services is to be available to each customer. As a result, 
customers may experience multiple components concurrently or consecutively. 

Dislocated Workers  
 

Dislocated Workers have access to the same services described under the Adult activities 
section.  Career and Training services are delivered in the same manner.  Dislocated Workers are 
also included in each of the multiple pathways objectives and local Strategies described for 
Adults.   
 

Coordination  
Dislocated Workers are connected with Workforce Investment services immediately when they 
apply for unemployment benefits and receive an orientation to the full array of WorkSource 
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services available to them.  However, in some cases, laid off workers choose not to utilize the 
full array of services until benefits are close to exhaustion or worse.   
 
In addition to outreach activities described for Adults, outreach to potentially eligible Dislocated 
Workers is done through partner rapid response meetings, Center orientation meetings, 
postings on Center kiosks, mailing of outreach materials to long term unemployed workers and 
via radio programs and public service announcements.  
 
Additional efforts to reengage long term unemployed individuals focus on contacting individuals 
who have been receiving unemployment benefits for over 20 weeks to reconnect them to the 
labor force through Internship or On Job Training.  Staff counsels these individuals to address 
barriers to re-employment, assess their current skills, improve job search techniques and basic 
skills that may be rusty and explore careers in the local and neighboring labor markets with 
employers wanting to train on the job.   
 
Workforce Investment staff coordinate closely with other partner programs such as Worker 
Retraining at the Community Colleges and Trade Assistance staffed by Employment Security to 
maximize the training and funding options for dislocated workers.  SkillSource and ES staff 
assists dislocated workers who choose vocational education as their re-training option to apply 
for Training Benefits and Commissioner Approved Training.  
 

Trade Adjustment Assistance (TAA) 
Trade Adjustment Assistance (TAA) is available to TAA-certified workers who have lost their jobs 
or experienced work hour reductions as a result of international trade.  Workforce system 
partners can file petitions for trade certification, or assist companies or groups of workers (3 or 
more) to file TAA petitions.  When there is a trade-certified general layoff or plant closure, 
WorkSource Centers start with Rapid Response services (see below).  Rapid Response is a fully 
integrated activity, which includes the Unemployment Insurance Division; Workforce retraining 
representatives from the community colleges; WorkSource staff, including TAA; and WIOA staff.  
Union officials (where applicable) and company officials meet with the Rapid Response leads to 
coordinate orientations for all affected employees.  These initial orientations introduce all 
workers to the general (dislocated worker) options available, including TAA benefits and 
services.  
 
TAA certification may occur weeks or months after the business closure.  If this is the case, TAA 
certified workers, who were introduced to training opportunities through Rapid Response 
sessions and WIOA dislocated worker opportunities, are now introduced to TAA benefits and 
services.  WorkSource staff also initiates outreach efforts to workers who did not initially engage 
in dislocated worker opportunities.  The WIOA and TAA job training staff work together to 
ensure that all workers transition appropriately. 
 
Trade-affected employees who express interest in TAA services can attend additional 
orientations and group activities to learn more about TAA benefits and options.  Workers are 
encouraged to test the local job market while exploring options for retraining.  The Trade 
Readjustment Allowance (TRA), or weekly training subsidy, is time-limited for eligible workers; 
therefore, WorkSource staff, primarily TAA counselors, must inform TRA-eligible workers of the 
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TRA timeframe if participants are interest in training.  All partnership staff assists in the 
exploration of local jobs, new careers, and/or jobs out of the area that may require relocation. 
 
Assistance can take place in groups or one-on-one and may require comprehensive assessments 
to identify skills, interests, aptitudes, and needs.  Along with the Comprehensive Assessment, 
career exploration assessments, basic skills assessments, computer literacy development, work 
search skills, and both formal and informal methods may be used.  TAA requires trade-affected 
workers to enroll in the program if they want TAA services.  Once enrolled as active TAA 
participants, TAA customers work with WorkSource staff to determine their options and make 
decisions about employment and training opportunities.  When appropriate, TAA participants 
may be co-enrolled with another program to ensure success in their chosen paths.  Staffs work 
closely together to provide accuracy, consistent information, and timely service delivery, with 
the TAA counselor as the primary point of contact. 

 

Youth Workforce Investment Activities 

Design Framework 
  

 a. Intake & Objective Assessment 
Each applicant will submit information for eligibility to be determined.  Eligible youth will receive 
an objective assessment examining skills, interests, aptitudes, and personal situation to guide 
the development of an education and training strategy (career pathway) and employment goal.  
Diagnostic basic skills assessment is done using CASAS as per State policy. Additional assessment 
takes into account the family situation, work history, education, occupational skills, interest, 
aptitudes, attitude towards work, motivation, behavior patterns affecting employment 
potential, financial resources and needs, supportive service needs, and personal employment 
information as it relates to the local labor market.   
 

b. Individual Service Strategy 
An Individual Service Strategy (ISS) is customized for each eligible youth.  The ISS is an action 
plan mutually agreed to by the counselor and participant and is updated or revised as needed 
during the course of training.  The ISS specifies the participant’s career goal(s) and is completed 
during assessment.  When the participant has no preference, training counselors and instructors 
assist the individual through education and career guidance.  Then staff arranges education and 
training activities consistent with the participant’s educational needs and employment interests.  
Staff assigns competencies and summarizes pre and post assessment results to document 
training objectives mastered.   
 
Additionally, training counselors assess supportive service needs.  Supportive services enable 
participants to complete training, enter employment and retain employment.  Support is 
provided on an individual needs basis.  
  

c. Case Management & Follow Up  
According to the Commission for Case Manager Certification (CCMC), case management is a 
collaborative process that assesses, plans, implements, coordinates, monitors, and evaluates the 
options and services required to meet the youths’ ISS. It is characterized by advocacy, 
communication, and resource management and promotes quality and cost-effective 
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interventions and outcomes. Its underlying premise is that everyone benefits when youth reach 
their optimum level of wellness, self-management, and functional capability. Case management 
facilitates the achievement of the young person’s wellness and autonomy through advocacy, 
assessment, planning, communication, education, resource management, and service 
facilitation.  
 
Youth Trainers will provide case management and follow up to all workforce investment youth 
to provide consistent and comprehensive services and maximize goal attainment and success.  
They will facilitate connections to services/agencies such as: public housing, adult education, 
disability serving agencies, mental health, human service agencies, job corps, and employers.   
 
Note: The Design Framework (intake, objective assessment, development of individual service 
strategy, case management and follow up services) will be performed by fiscal agent (Local 
Board) staff in Chelan/Douglas and Grant/Adams Counties as authorized by 20 CFR 681.400 (b). 

Program Elements 
  

The fourteen required program elements are delivered within the five county area to meet the 
youth’s ISS goals. The Area plans to deliver comprehensive year-round youth program services 
that provide training related to the following required program elements, as prioritized and 
budgeted by the Local Board:   
 
1. Tutoring, study skills training, and instruction leading to completion of secondary school, 

including dropout prevention strategies, 
2. Alternative secondary school services, 
3. Paid and unpaid work experiences that are directly linked to academic and occupation 

learning, including Summer employment opportunities pre-apprenticeship, internships, job 
shadowing and on-the-job training.  

4. Occupational skill training,  
5. Education offered concurrently with and in the same context as workforce preparation for a 

specific occupation or cluster, 
6. Leadership development, 
7. Supportive services, 
8. Adult mentoring,  
9. Follow up services, 
10.  Comprehensive guidance and counseling  
11.  Financial Literacy education  
12.  Entrepreneurial skills training 
13. Labor Market and employment information about in-demand industry sectors in    the   

local area such as career awareness, career counseling and career exploration 
14. Activities that help youth prepare for and transition to post-secondary  education and 

training 
Youth activities and services will be coordinated with other organizations, programs and entities 
serving youth throughout the five county area.  The Area will facilitate the delivery of the 
fourteen required elements through the following activities or services: 
 

 Individual Service Strategy & Case Management  

 Basic Skills Education 
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 Employment and Life Skills Workshops & Curriculum   

 Computer Literacy Training 

 Career Planning   

 Career Exploration  

 Work Experience  

 Internship  

 Project and Community Based Learning  

 Leadership Skills Training 

 Vocational Skills Training 

 On-the-Job Training 

 Comprehensive Guidance & Counseling 
 
Basic Skills Education  
Our technology driven economy has placed a high premium on skills and literacy.  Youth lacking 
basic education skills face tough obstacles entering the labor market.  The Area offers basic 
education skills training primarily to youth who drop out of school and youth at-risk of dropping 
out of school.    
 
Area Learning Centers receive State Basic Education funds to deliver: basic skills instruction 
(including tutoring, study skills training and instruction leading to secondary school completion 
including dropout prevention strategies; Alternative secondary school offerings; Leadership 
development opportunities, adult mentoring.  
 
Basic education is provided to retrieve school dropouts and to retain at-risk youth in Learning 
Centers.  Academic and vocational instruction is individualized, self-paced and competency 
based using the computer assisted learning systems in these facilities.  To the maximum extent 
practicable, instruction is applied learning in reading, writing and math lessons relevant to the 
workplace. 
 
Additionally, instructors and training counselors foster fun and excitement in and out of the 
classroom by providing diversity in the delivery of lessons, academic challenges and teamwork 
projects.  Youth are involved in planning and executing community projects and other activities.  
Additionally, youth are introduced to career opportunities and post-secondary education 
through workshops, occupational software, guest speakers and field trips.     
 
Staff coordinates with other youth agencies to identify youth who have dropped out of school 
and guide them to return and complete their education.  Goals include the attainment of a High 
School Diploma, General Education Diploma (GED) or skill level advancement.   
 
The Area has established financial agreements with the following school districts in 
consideration of teaching basic and vocational skills to school district students at Learning 
Centers: 
 

 Wenatchee 

 Moses Lake 

 Othello 

 Okanogan  
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Employment/Life Skills 
The Area’s basic skills education training includes pre-employment and work readiness 
instruction and life skills training.  Pre-employment skills are taught in the Career Development 
class.  This class teaches participants how to understand the labor market, make career 
decisions, write resumes, complete a job application, prepare a cover letter and complete an 
interview. Participants also learn what employers want concerning appearance, problem-solving 
skills, interpersonal communications, positive attitudes, completing tasks, cooperating and 
punctuality. Youth also learn problem solving, team work, in addition to financial literacy and 
safe and healthy living. 
 
Youth may participate in project based learning / community projects in conjunction with local 
nonprofit or public entities.  Crews of youth plan, design, budget, procure, identify specific 
material needs, develop task descriptions, utilize the media, build or complete the project and 
evaluate the project. Project learning will incorporate entrepreneurial skills training and explore 
the characteristics of entrepreneurship.  
 
Furthermore, youth may attend the weekly leadership class, community service events or other 
similar activities to develop leadership skills.  Youth attending the leadership training activities 
enhance their self-esteem, develop problem solving skills, and learn teamwork.  Leadership 
curriculum provides a variety of topics:  building positive character traits, public speaking, 
teamwork, developing healthy relationships, enhancement of citizenship skills, life skills training, 
family management skills and community involvement.   

 
Basic and Life skills education is also typically combined with other class and/or work based 
learning (paid and unpaid) to develop positive work habits and/or job specific skills.   
 

Financial Literacy  
The ability to understand how money works: how it’s earned, how it’s managed, how its 
invested (turned it into more) and how its shared to help others, is useful knowledge.  More 
specifically, this set of skills and knowledge allows an individual to make informed and effective 
decisions with all of their financial resources.  Financial literacy may include teaching students to 
create budgets, initiate checking and savings accounts, how to effectively manage spending, 
credit and debt, how to understand credit reports and make informed financial decisions.  
  

Computer Literacy Training 
The 21st century will demand new skills and knowledge of all workers.  To navigate in our 
information-driven economy, youth need computer literacy skills.  Computer literacy training 
teaches youth how to become fluent with information technology.  Information technology 
fluency explores three kinds of knowledge — intellectual capabilities, foundational concepts, 
and contemporary skills — that are essential. 
 
Career Planning  
Many youth do not have career goals.  They aren’t sure what jobs are available and what skills 
they’ll need to be employed in a specific field or occupation.  Counseling services for at-risk 
youth is a key element of the Area’s youth program.  Area training counselors guide and counsel 
youth on making career and educational decisions.  Through guidance and counseling, youth are 
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provided information and tools that help them to prepare for post-secondary education 
opportunities. As well, linkages between academic and occupational learning and preparation 
for employment are facilitated through one-on-one and group guidance and counseling.  
Counselors serve as the point of coordination and consistency for youth by providing guidance in 
mapping out the activities needed to achieve their goals.    
 
Ongoing counseling provides an opportunity to identify issues which were not previously 
apparent, or which have recently arisen, and which may deter a youth.  Training counselors 
assist youth in solving issues that create training barriers.  Staff may refer youth to community 
agencies and programs to help them overcome barriers including referrals to drug and alcohol 
abuse counseling as appropriate.      
 
Career Exploration & Job Shadowing 
Career exploration and Job Shadowing exposes youth to a variety of job situations.  Employees 
in an actual operating business provide hands-on experiences in various occupations that 
stimulate youth to consider their options for future employment. The exploration is much like a 
new employee’s first day on the job, with a lot of listening, yet some doing.   

Work Experience 
Some youth don’t know how to show up on time, ready for work, eager to learn.  Others start 
out with a defensive attitude or don’t know how to behave in the work world.  Work experience 
gives participants who lack work maturity skills the opportunity to develop and/or demonstrate 
positive work habits in temporary positions with public and non-profit agencies.  Work 
experience is usually accompanied with other training designed to increase the participant’s 
basic education and/or occupational skills. Youth are paid minimum wage with grant funds.  
Performance evaluations are completed by worksite supervisors.  
 
Internship  
Many youth have not developed the basic work habits required to find or keep a job.  Youth also 
lack occupational skills necessary to secure employment in today’s labor market.  The Area’s 
internship activity enhances the long-term employability of youth participants and provides 
hands-on private sector exposure to work and the requirements for successful job retention.  
Internship may be combined with classroom training relating to a particular position, 
occupation, industry or the basic skills and abilities to successfully compete in the local labor 
market. 
 
Preparation for and Links to Post-Secondary Education and Employment 
All youth attending Area Learning Centers receive basic education instruction aimed at 
preparing them for advanced training and/or education.  Opportunities to learn about the value 
of post-secondary education are infused into classroom activities and outings.  Youth are 
presented labor market information, education and career opportunities, and linkages to a 
myriad of community resources.  Connections between academic and occupational learning are 
available through project based learning, job shadowing, volunteer projects, work experience 
and internships. Youth also learn about employment services available through the One Stop 
system so as they graduate and move into the labor force, they are well equipped with the 
employment resources they may need in the future.   
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Occupational Skills Training  
Jobs of the 21st century will require advanced skills.  Youth who have career goals requiring post-
secondary education, may receive occupational skills training.  These are Pell certified vocational 
education programs provided by post-secondary educational agencies designed to teach 
individuals the knowledge, skills and abilities necessary to perform a specific job or group of jobs 
in occupations for which there is a demand.  Training is encouraged in higher skill occupations 
and for nontraditional employment appropriate to the participant's needs and which 
contributes to their economic self-sufficiency.  
 
Occupation Skills Training is provided by eligible training providers and are procured using off 
the shelf, published pricing.  Community colleges are primary suppliers for this type of 
vocational education.   
 

On-the-Job Training 
Youth may lack the occupational skills required by employers. OJT participants learn 
occupational skills informally through demonstration and practice and other forms of Job 
Instruction Training.  Training is usually conducted at the employer's business. OJT may be 
sequenced with or accompanied by other types of training such as classroom training or literacy 
training.  
 

Comprehensive Guidance and Counseling dealing with issues such as mental health, chemical 
dependency, domestic violence, etc. are provided by qualified professional agencies when 
needed.  When other resources are not available, WIOA may fund this comprehensive 
counseling as a support service.  

 

Rapid Response 
 

Local partnerships participate in numerous rapid response activities each year. Because of 
enhanced communication and participation with one another, the local rapid response team 
responds to any business requesting the service, not just those that have filed a WARN notice.  
This has proven to be a valuable community service throughout the five counties.  Wagner-
Peyser, Title I-B, Worker retraining staff are members of the local rapid response team and 
provide information regarding labor exchange services to impacted workers. 

Rapid Response and career services are delivered to all TAA petitioners as required.  Each sub 
area rapid response team is comprised of representatives from Workforce Investment, Wagner-
Peyser, Worker Retraining and other programs.  Partners in the One-stop system provide timely 
orientations; initial assessment of skill levels, aptitudes and abilities; provision of labor market 
information; and job search assistance.  Co-enrollment of workers certified under TAA leverages 
the resources of WIA for counseling, career guidance and support services.  

Rapid Response Additional Assistance (RRAA) has afforded the area to help train affected 
workers through vocational education, on-the-job training and other basic and computer skills 
brush up.  As area closures occur, additional requests are submitted to fully utilize formula and 
discretionary funds to help get workers re-trained and back to work.  
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Transportation and Support Services 
 

Title I service providers coordinate with local transportation providers to provide students bus 
passes to get to and from class, training and work when a financial need exists.  Other support 
services are provided on an individual basis through case management and according to the 
Local Board support service policy.  Areas of support may range from transportation to clothing 
to childcare to housing.  Trainers assess participants’ situation to ensure a barrier exists and that 
other options to overcome the barrier have been explored.  Local staffs have strong networks 
with social and community organizations to meet needs so that customers can attend training, 
develop their skills and enter the workforce.  

 
Core Partner Coordination  
 
Adult Education & Literacy (Title II) 
 

Service delivery alignment between Title I and Title II continues to be important.   Adult 
Education class is provided at WorkSource Central Basin and the SkillSource Learning Center in 
Wenatchee through financial or cooperative agreements.  This coordination provides additional 
options for students and increases access and capacity.   

Wenatchee Valley College Omak plans to explore extending adult education class beyond 
campus.  One possible option is to provide adult basic education and ELL at the WorkSource 
Okanogan Center.  
  
Recent efforts around the High School 21 plus diploma have created opportunity for staffs of 
both programs to share information and strategize ways to present this educational pathway to 
the public.  This has started new conversations.   
 

The Local Board Director will review local applications submitted under Title II for consistency 
with the local plan.   The Director will report his/her review to the Local Board. 

 
Wagner-Peyser (Title III) 
 

The Area’s One-Stop procedures are designed to improve the consistency and quality of services 
delivered to common customers.  These procedures include: Integrated Front End Services, 
Menu of Job Seeker Services, One Stop Assessments, Veteran’s Priority of Service, Initial 
Complaints and Coordinated Business Services.   
 
Each procedure outlines how information will be consistently distributed.  These procedures 
apply to Workforce Investment and Wagner-Peyser staff and other Center partners as 
applicable.  Procedures are reviewed periodically to make adjustments as necessary. Area 
procedures can be found on the 1Stop link at www.skillsource.org. 
 

A One Stop Memorandum of Understanding and Operator Agreement between the Local Board 
and applicable partners further detail services provided throughout the system and the 
Operators’ responsibilities to coordinate partners.  

http://www.skillsource.org/
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Center staffs meet regularly to align and coordinate services.  Their aim is to provide services as 
seamlessly as possible.  Staffs cross training increase the delivery of consistent, accurate, up-to-
date information.  All Centers plan to increase staff cross training in PY 16.   

Center strategies to maximize coordination and efficiency include, but are not limited to: 
integrate intake forms, inventory current workshop content to analyze any unnecessary 
duplication, review assessment tools and cross train staff to interpret assessment results, 
continue weekly business service meetings and coordinated outreach and increase referrals to 
partner services.  

 
Vocational Rehabilitation (Title IV) 
 

The Local Memorandum of Understanding (MOU) serves as the primary formal agreement 
between the Local Board and DVR.  In addition to the MOU, DVR is co-located at both 
comprehensive centers and is also a member of the One Stop Operator Consortium at 
WorkSource Central Basin.  DVR participates as a member on each Business Service Team and 
provides valuable insight and tools with regards to serving individuals with disabilities.  Co-
enrollment between Title I and Title IV occurs frequently and always enriches the customer 
experience and increases positive outcomes.  
 

DVR provides comprehensive rehabilitation services for Learning Center youth with disabilities 
at SkillSource Wenatchee.  DVR is also exploring the possibility of co-location at the WorkSource 
Wenatchee Affiliate Center.   

DVR provides essential services to clients at these locations, but also may provide cross training 
for staff.  Training topics include how to identify individuals with hidden disabilities, 
communicating effectively with those individuals, understanding the types of accommodations 
that are available and improving skills of staff in the use of assistive technology.  Plans to 
increase cross training and sharing of information is underway for PY16. 

DVR and WorkSource partners share customer information to compliment service delivery and 
co-enrollment.  DVR Business Specialists engage employers to identify job opportunities and 
initiate placements, follow up and support services.  

Most recently, DVR engaged Title I Youth to provide Pre-Employment Transition Services (PETS) 
for secondary students with disabilities.  The service design includes pre-employment 
instruction, positive work habits, career and education exploration and work experience.    

 
Competitive Sub-grant Process 
 

The contract with ESD to deliver Title I Youth, Adult and Dislocated Worker services in Okanogan 
County will be extended to include PY 16-17. The contract will be amended to include new local 
directives/policies issued pursuant to Workforce Innovation.  Procurement will be performed 
resulting in a new service provider contract for program year 17-18, in accordance with Federal, 
State and local rules. 
 

PY 16-17 Title I Adult and Dislocated Worker Career Services in Chelan/Douglas and 
Grant/Adams counties will be provided by SkillSource, Local Board fiscal agent staff.  Beginning 
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July 1, 2017 Service Delivery will be implemented in accordance with Federal, State and Local 
policies.  
  
Youth Design Framework services will be provided by SkillSource in Chelan/Douglas and 
Grant/Adams counties for PY 16-17.  Beginning July 1, 2017 Youth Design Framework and 
applicable Elements will be provided in accordance with Federal, State and Local policies and 
procedures.  Most youth elements are funded by State Basic Education.  (See Youth Service 
Profile, Attachment D) 

 

Training Contracts 
 
Adult and Dislocated worker training services are provided through contracts with educational 
institutions and employers.  
  
Individual Training Accounts are issued pursuant to the local directive which outlines all 
requirements such as demand occupations listed on the Eligible Training Provider List.  The ITA 
procedure ensures the trainee explores training provider options and state on their application 
why they have chosen the specific training provider.   

On-the-Job and customized training may be provided by employers through contract with the 
Title I service provider according to the local OJT directive.   

The Local Board will explore the Incumbent worker training option and a directive will be 
developed if the option is chosen.  

 Integrated, Technology-Enabled Information System 
 

One stop Centers and affiliates will implement the new statewide WorkSourceWA.com job 
match and case management system.  All Title I and Title III providers will fully utilize this new 
database.  Others such as, Title II and IV will explore its capabilities after go-live.  They have 
indicated a possible value to use the system as read-only for coordination and referral purposes.   

 
 

SECTION IV:  PERFORMANCE ACCOUNTABILITY 
 
This section provides a summary of the North Central Workforce Development Area’s 
performance accountability system. We will refer to the state and federal measures for WIA 
Title I Adult, Dislocated Worker, and Youth programs for which the WDC has the most direct 
responsibility.  In addition, performance information for other workforce development 
programs is summarized from state sources.  Required WorkSource and WIA Title I programs 
data will continue to be collected and maintained for performance accountability that will 
inform service integration and continuous quality improvement. 
 

Performance Information Informs Local Planning 
System performance data will be used to provide the Workforce Development Council and other 
stakeholders with information necessary to gain perspective on the system’s operations and 
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resulting outcomes for the benefit of business, job seeker, and youth customers.  The data will 
help develop system-wide objectives and strategies that respond more effectively to gaps in 
services.  Although the Workforce Development Council has limited authority over any program 
outside Workforce Innovation Title I, it shapes local strategies to address broad workforce 
development issues. Program performance data will provide important information for those 
strategies. 

Oversight of System and Title I 
The soon to be implemented WorkSource Integrated Technology (WIT) System engineered 
through collaboration between Monster and Social Solutions will serve as the backbone for data 
collection of Wagner-Peyser and Workforce Innovation Title I performance accountability 
information following state and Department of Labor proposals.  Service providers continuously 
collect, monitor, and review program performance data in relation to customer outcomes.  
Performance data will be made available to WorkSource partners and WIOA program operators 
through WIT and special reports generated no less than quarterly from the WDC administrative 
office. 

Continuous Quality Improvement  
Workforce Innovation Title I service providers meet monthly to review performance outcome 
data, budgets and to problem solve.  One Stop Partner meetings and WDC Committee Meetings 
are other venues for performance evaluation.  In addition, One Stop Operator and WorkSource 
partner meetings are held to coordinate services across programs for job seekers and business 
customers.  

Performance-Based Intervention & Shared Accountability  
The Workforce Development Council will be accountable for the results of WIOA Title I programs 
through a system of performance-based interventions describe above.  It will also share in 
accountability for career and technical education and adult education results should the State 
Workforce Board implement incentive funding similar to WIA section 503 performance 
incentives. 

Title I Common Measures Performance 
Necessary program data are collected and maintained for performance accountability for 
WorkSource and Workforce Innovation Title I following state and Department of Labor 
protocols.  Data sharing agreements are included in the protocols. North Central’s most recent 
rolling 4 quarter performance sheet is provided in Appendix A showing long-term results. 
 
The published Workforce Investment Title I-B program performance chart measures the long-
term results of enrolled participants in the most recent rolling 4 quarters through December 
2015.  Federal Common Measures include Entered Employment, Employment Retention Rate 
and Average Earnings for Adults and Dislocated Workers; Placement in Employment or 
Education,  Attainment of Diploma or Certificate and Literacy/Numeracy Gains for Youth. 
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Appendix A: Most Recent Title I-B Performance  
 

(rolling 4 quarters through December 2015) 

 

Common Measure Target Actual  Achievement 

Entered Employment 

 Adult  

 Dislocated Worker 

 

77.3% 

85.0% 

 

78.3% 

76.8% 

 

101.3% 

90.4% 

Retention 

 Adult  

 Dislocated Worker 

 

87.0% 

88.4% 

 

83.7% 

90.0% 

 

96.3% 

101.9% 

Average Earnings 

 Adult  

 Dislocated Worker 

 

$13,593 

$15,001 

 

$14,551 

$17,156 

 

107.0% 

114.4% 

Youth Placement 54.0% 71.4% 132.3% 

Youth Certificate 47.5% 47.7% 100.5% 

Youth Literacy/Numeracy 64.0% 56.0% 87.5% 

 

 

ATTACHMENTS 
 

A:  Sector Partnership Framework 
B:   Regional Service Coordination Framework 

C:   Regional Economic Development Framework 

D:   Local Area Profile  
E:    Local Workforce Development Board Membership and Certification 

F:    Local Integrated Workforce Plan Assurances Instructions 

G:   Local Integrated Workforce Plan Certification 

H:   Public Comment 

I:    Performance Targets 
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Sector to be served: Food Processing 
 
Check one:  ____Regional ___X__ Local 
 
 
 

Phase Timeline Activities anticipated to be implemented Anticipated outcome(s) 
Measure(s) of 

progress 

Phase I: Prepare Team 
Goal: build buy-in & support 
 

July 2016 –
Sept 2016 

Build a team of workforce, education and economic 
development leaders for ongoing joint decision making.  
Inventory current sector partnership or industry-targeted 
efforts.  Decide on initial roles & responsibilities.  Commit to 
analyzing LMI data together. 

Team buy in and 
commitment to 
partnership 

Partners identified, 
Meetings held, 
Agreements developed,  
Resources committed  

Phase II: Investigate 
Goal: determine target industries NA NA: Target Industry has been determined NA NA 

Phase III: Inventory and 
Analyze 
Goal: build baseline knowledge 
of industry 
 

July 2016 – 
Dec 2016 

Conduct a baseline review of demand-side (employer) and 
supply-side (labor pool) data. Analyze industry trends, review 
existing research.  Analyze data and develop a brief industry 
“report” or “snapshot” to start the engagement with 
employers.  Identify business champions to bring industry to 
the table. 

Understand demand side 
needs  

Industry “snapshot” or 
“report” ready for first 
meeting,   
Industry champions 
identified,  
Companies invited 

Phase IV: Convene 
Goal: build industry partnership, 
prioritize activities 

 

Oct 2017 – 
March 2017 

Prepare support team and set expectations for the meeting – 
business talking to business.  Hold event to find out what’s 
new in industry, growth opportunities, and related needs. 
Ask industry to Identify and prioritize key issues. Determine 
whether additional resources are needed. 

Understand supply side 
strengths and deficiencies.  

Plan for action 
developed.  Task forces 
identified. Staff and 
chairs identified/ 
assigned 

Phase V: Act 
Goal: Implement initiatives April 2017 – 

June 2017 

Develop Operational Plan.  Execute plans, monitor progress 
Provide status reports to partnership, task forces and 
stakeholders. Identify road blocks and address them 

Discover areas needing 
further development 

Metrics specific to 
project identified and 
reported 

Phase VI: Sustain and 
evolve 
Goal: grow the partnership 

July 2017 – 
June 2018 

Identify next opportunities. 
Start the process over again at the appropriate phase. 
Grow the partnership. 

Discover new/onging 
issues to address 

New projects identified.  
New resources added 

 
 

  

Attachment A:  Sector Partnership Strategies 
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Phase Timeline 
for each 

phase 

Activities anticipated to be implemented. Anticipated outcome(s) Measure(s) of progress 

Phase I: Prepare Team 
Goal: build buy-in & support 
 

July 2016 – 
Sept 2016 

Build a team of workforce, education and economic 
development leaders for ongoing joint decision making.  
Inventory current One Stop service delivery strategies.  
Determine initial roles & responsibilities.  Commit to 
analyzing regional data together. 

Strengthened partnerships 
and buy in.  

Partners identified. 
Meetings held. 
Agreements developed. 
Resources committed. 

Phase II: Investigate 
Goal: determine target industries July 2016 – 

Dec 2016 

Identify customers who could be better served by improved 
One stop collaboration.  Identify services that could be worth 
coordinating. Ensure relevance for the region and the 
partners participating. 

Increased understanding of 
partner services and ideas 
for collaboration.  

Data reviewed. 
Potential 
customers/services 
identified for coordinated 
approach 

Phase III: Inventory and 
Analyze 
Goal: build baseline knowledge of 
industry 
 

July 2016 – 
Dec 2016 

Conduct a review current one stop services and strategies. 
Analyze trends, review outcome data and existing research. 
Develop a brief “report” or “snapshot” of the current state to 
engage current and potential partners. Identify champions, 
resources and resource gaps. 

Increased awareness of 
current state and ideas that 
are data driven.  

Snapshot” or “report” 
ready for first meeting. 
Champions identified. 
Partners invited. 
 

Phase IV: Convene 
Goal: build industry partnership, 
prioritize activities 

 

July 2016 – 
Mar 2017 

Hold event or meeting to discuss the analysis and develop 
options for addressing the challenges.  Identify a goal and 
strategy to address it.  Prioritize key issues.  Determine 
whether additional resources are needed and how to bring 
these to the table.  

Each Center or Affiliate 
develops a plan and is 
committed to 
implementation. 

Plan for action developed. 
Task forces identified. 
Assignments made. 
 

Phase V: Act 
Goal: Implement initiatives 

April 2017- 
June 2017 

Develop plan for implementation. Execute plans, monitor 
progress. Provide status reports to partnership, task forces, 
and stakeholders. Identify road blocks and address them 

Area MOUs and RSAs are 
signed.  

Metrics specific to project 
identified and reported. 
 

Phase VI: Sustain and evolve 
Goal: grow the partnership July 2017- 

June 2018 
Identify next opportunities. Start the process over again at 
the appropriate phase. Grow the partnership 

Discover new/onging op-
portunities to address 

New projects identified. 
New resources added. 

Attachment B:  Regional Service Strategies 
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Phase Timeline 
for each 

phase 

Activities anticipated to be implemented. Anticipated outcome(s) Measure(s) of progress 

Phase I: Prepare Team 
Goal: build buy-in & support 
 

Existing & 
Ongoing 

Expand current relationships with Okanogan Economic Alli-
ance, Our Valley: What’s Next, Grant County EDC and Othello 
Industry Council 

Strengthened relationships 
Meetings attended, 
Resources committed  

Phase II: Investigate 
Goal: determine target industries Existing & 

Ongoing 
Gather data to determine current state of affairs  

Understand C/D trends, 
LMPA, BLS 

Ideas & concepts are data 
driven 

Phase III: Inventory and 
Analyze 
Goal: build baseline knowledge of 
industry 
 

Ongoing Review data, Identify key topics  

Team understands 
workforce facts, economic 
competitive advantages & 
disadvantages 

Economic realities 
published  

Phase IV: Convene 
Goal: build industry partnership, 
prioritize activities 

 

Ongoing Brainstorm potential actions, Identify easy wins  Easy wins selected  
Easy wins planned  
(ie: Career Fair) 

Phase V: Act 
Goal: Implement initiatives Ongoing Identify Game changers Inventory necessary assets 

Strategy to develop assets 
planned  

Phase VI: Sustain and evolve 
Goal: grow the partnership Ongoing Pursue Game changers 

Implement asset 
development strategies  

Assets attained; new 
competitive advantages 

Attachment C:  Regional Economic Development Coordination 

Framework 
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Attachment D:  Local Area Profile 
 

 
1. Local One-Stop System 

 
List all comprehensive, affiliate, and connection one-stop sites in the local area along with the 
site operator.  If the operator is a partnership, list all entities comprising the partnership. 

 

Site 

Type of Site (Comprehen-
sive, Affiliate, or Connec-

tion) Site Operator(s) 

WorkSource Central Basin Comprehensive  Center Consortium (Employment Se-
curity, SkillSource, DVR) for 
WS Central Basin 

WorkSource Okanogan County Comprehensive Center Employment Security for WS 
Okanogan 

WorkSource Wenatchee Affiliate Affiliate Center Employment Security for WS 
Wenatchee Affiliate 

 
SkillSource – Wenatchee 

 
Connection 

 
SkillSource 

 
1. WIOA Title I Service Providers 

 
Dislocated Worker Program Indicate service(s) provided by each WIOA 

funded? List all current and potential service providers 
in the area 

Basic Individualized Training 

SkillSource (Chelan, Douglas, Grant , Adams)     

Employment Security  (Okanogan)     

Vocational Education Providers and Employers     

 
Comments regarding the adequacy and quality of Dislocated Worker Services available: 
Both providers of Dislocated Worker Services have met performance outcomes regularly for 
many years.   The main challenge to providing services has been shrinking federal budgets. See 
Service deliver description throughout the Plan.  
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Adult Program Indicate service(s) provided by each WIOA 
funded? List all current and potential service providers 

in the area 
Basic Individualized Training 

SkillSource (Chelan, Douglas, Grant , Adams)     

Employment Security  (Okanogan)     

Vocational Education Providers and Employers     

 
 
Comments regarding the adequacy and quality of Dislocated Worker Services available: 
Both providers of Adult Services have met performance outcomes regularly for many years.   
The main challenge to providing services has been shrinking federal budgets.  See Service 
deliver description throughout the Plan.  
 
 
 

Youth Program Indicate service(s) provided by 
each 

WIOA 
funded? 

Services 
for youth 
with dis-
abilities? 

List all current and potential service pro-
viders in the area 

Design 
Framework 

Elements 
1-2, 5-6, 8, 10,    

11-14 

SkillSource  

(Chelan, Douglas, Grant , Adams) 

    

Employment Security  (Okanogan)       

State Basic Education       

Local Employers            (Element 3) Paid & Unpaid work experience        

Vocational Education   (Element 4) Occupational Skills Training          

Support Providers         (Element 7) Support Services                                                         

 
Comments regarding the adequacy and quality of Youth Services available: 
All providers of Youth Services have met performance outcomes regularly for many years.   The 
main challenge to providing services has been shrinking federal budgets.  State Education 
Contracts contribute close to $1 million per year to provide a significant portion of required 
elements.  See Service deliver description throughout the Plan.  

 
 

Attachment E: Local Workforce Board Membership and Certification 
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LWDBs must complete one of the two tables below. The information in the appropriate table will be used to certify 
LWDBs pursuant to WIOA Section 107(c)(2) and in the second and subsequent certifications pursuant to Section 
106(e)(2). Data regarding performance and fiscal integrity will be added at the time of certification. The labels in 
the first column represent minimum criteria for certification. Please add lines as needed.  
 

ALTERNATIVE ENTITY 
 

Required categories Name/Title/Organization* Nominated by 

Business majority - 13 seats (52%) 

1. Business  Mike Bolander, Vice President, Lineage Logistics  Moses Lake Chamber of Comm. 

2. Business Tom Boyd, General Manager,  Marson & Marson Lumber Leavenworth Chamber of Comm. 

3. Business John Butler, Owner/Operator, American Produce Express Okanogan Economic Alliance 

4. Business Debi Clark, Practice Manager III, Omak Clinic Okanogan Economic Alliance 

5. Business Oscar Garza, Owner/Operator, Oscar’s Towing Othello Chamber of Commerce 

6. Business  Ken Johnson, Owner/Operator, Johnson’s Glass & Door Adams County EDC 

7. Business Dimitri Mandelis, Owner/Operator, Local Tel Communications E. Wenatchee Chamber of Comm. 

8. Business Sara Matzen, HR Manager, JR Simplot Grant County EDC 

9. Business Heidi Myers, Vice President, WA Trust Bank  Wenatchee Chamber of Comm. 

10. Business Teresa Stokes,  Controller,  Columbia Fruit Packers  Wenatchee Chamber of Comm. 

11. Business Lavonne Roy, Manager, Safeway  Okanogan Economic Alliance 

12. Business Jim Wood, Administrator, Confluence Health  Washington Hospital Association  

13. Business  VACANT, nomination in process                             

Workforce/Labor  – 3 seats (12%) 

1. Labor  Wayne Johnson,  Business Agent , Teamsters Local #760 NCW Central Labor Council  

2. Labor Peggy Vines, Business Agent, United Food & Commercial Workers  NCW Central Labor Council 

3. Labor Danny Robins, Business Agent, Carpenter’s Local 59 NCW Central Labor Council 

Education – 4 seats (16%) 

1. Higher / Adult Ed Jim Richardson, President,  Wenatchee Valley College Wenatchee Valley College 

2. Higher / Adult Ed Terry Leas, President, Big Bend Community College  Big Bend Community College 

3. Secondary Ed Michelle Price,  Superintendent, Moses Lake School District Moses Lake School District 

4. Secondary Ed Rich McBride, Superintendent, NC Educational Service District North Central ESD 

Government, Workforce Programs & Econ Dev - 5 seats (20%) 

1. Wagner-Peyser Marcia Henkle, Regional Administrator, Employment Security Employment Security Dept.  

2. Voc. Rehab Duane Johnson, Supervisor,  Division of Voc Rehab Division of Vocational Rehab. 

3. Economic Dev. Roni Holder- Diefenbach, Exec. Director, Okanogan Econ. Alliance Career Path Services 

4. Public Assistance Irasema Ortiz- Elizalde, Administrator, DSHS CSO  Dept. Of Social & Health Svcs.  

5. Economic Dev. Stephen McFadden, Econ Dev Director, Adams County Adams County Dev. Council  
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 Attachment F: Local Integrated Workforce Plan Assurances  
 

This section of the plan is a "check-the-box" table of assurance statements, including the legal 
reference(s) corresponding to each assurance.   
 
By checking each assurance and signing and dating the certification page at the end of the Local 
Integrated Workforce Plan, the LWDB and local chief elected official(s) certify that (1) the in-
formation provided to the State in the following table is accurate, complete, and meets all legal 
and guidance requirements and (2) the local area meets all of the legal planning requirements 
outlined in WIOA law and regulations and in corresponding State guidance.  By checking each 
box and signing the certification page, the LWDB and local chief elected official(s) also assure 
the State that supporting documentation is available for review upon request (e.g., state or 
federal compliance monitoring visits).  
 
If a local board is unable to provide assurance for a specific requirement, it must promptly noti-
fy the staff contact in ESD’s Employment System Administration and Policy Unit to provide the 
reason for non-compliance and describe specific actions and timetables for achieving compli-
ance.  Identified deficiencies within the assurances may result in additional technical assistance 
and/or a written corrective action request as part of the State’s conditional approval of the Lo-
cal Integrated Workforce Plan.  
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2016-2020 Regional/Local Workforce Plan Assurances 
 Planning Process and Public Comment References 

 1. The local board has processes and timelines, consistent with WIOA Sec-

tion 108(d), to obtain input into the development of the local plan and 

provide the opportunity for comment by representatives of business, la-

bor organizations, education, other key stakeholders, and the general 

public for a period that is no less than 30 days.  

WIOA Sections 108(d); proposed 20 

CFR 679.550(b) 

 

 2. The final local plan is available and accessible to the general public.  Proposed 20 CFR 679.550(b)(5) 

 3. The local board has established procedures to ensure public access (in-

cluding people with disabilities) to board meetings and information re-

garding board activities, such as board membership and minutes.  

WIOA Section 107(e); proposed 20 

CFR 679.390 and 679.550 

 Required Policies and Procedures References 

 4. The local board makes publicly-available any local requirements for the 

public workforce system, such as policies, including policies for the use 

of WIOA Title I funds.  

Proposed 20 CFR 679.390 

 5. The local board has established a written policy or procedure that identi-

fies circumstances that might present conflict of interest for any local 

workforce investment board or entity that they represent, and provides 

for the resolution of conflicts.  

WIOA Section 107(h); proposed 20 

CFR 679.410(a)-(c); WIOA Title I 

Policy 5405; WIOA Title I Policy 

5410 

 6. The local board has copies of memoranda of understanding between the 

local board and each one-stop partner concerning the operation of the 

one-stop delivery system in the local area, and has provided the State 

with the latest versions of its memoranda of understanding.  

WIOA Section 121(c); proposed 20 

CFR 678.500-510; WorkSource Sys-

tem Policy 1013 

 7. The local board has written policy or procedures that ensure one-stop 

operator agreements are reviewed and updated no less than once every 

three years.  

WIOA Section 121(c)(v); WorkSource 

System Policy 1008 Revision 1 

 8. The local board has negotiated and reached agreement on local perfor-

mance measures with the local chief elected official(s) and Governor. 

WIOA Sections 107(d)(9) and 116(c); 

proposed 20 CFR 679.390(k) and 

677.210(b) 

 9. The local board has procurement policies and procedures for selecting 

One-Stop operators, awarding contracts under WIOA Title I Adult and 

Dislocated Worker funding provisions, and awarding contracts for Youth 

service provision under WIOA Title I in accordance with applicable state 

and local laws, rules, and regulations, provided no conflict exists with 

WIOA. 

WIOA Sections 121(d) and 123; pro-

posed 20 CFR 678.600-615 and 

681.400; WIOA Title I 5404; WIOA 

Title I Policy 5613 

 10. The local board has procedures for identifying and determining the eligi-

bility of training providers and their programs to receive WIOA Title I 

individual training accounts and to train dislocated workers receiving 

additional unemployment insurance benefits via the state’s Training 

Benefits Program. 

WIOA Sections 107(d)(10), 122(b)(3), 

and 123; Proposed 20 CFR 679.370(l)-

(m) and 680.410-430; WIOA Title I 

Policy 5611 

 11. The local board has written procedures for resolving grievances and 

complaints alleging violations of WIOA Title I regulations, grants, or 

other agreements under WIOA and written policies or procedures for as-

sisting customers who express interest in filing complaints at any point 

of service, including, at a minimum, a requirement that all partners can 

identify appropriate staff contacts and refer customers to those contacts. 

WIOA Section 181(c); proposed 20 

CFR 683.600; WIOA Title I Policy 

5410; WorkSource System Policy 

1012, Revision 1 

 12. The local board has assurances from its one-stop operator that all one-stop 

centers and, as applicable, affiliate sites have front-end services consistent 

with the state’s integrated front-end service policy and their local plan. 

WorkSource System Policy 1010 Re-

vision 1 
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 13. The local board has established at least one comprehensive, full-service one-

stop center and has a written process for the local Chief Elected Official and 

local board to determine that the center conforms to the definition therein. 

WIOA Section 121(e)(2)(A); proposed 

20 CFR 678.305; WIOA Title I Policy 

5612 

 14. The local board provides to employers the basic business services outlined in 

WorkSource System Policy 1014. 

WorkSource System Policy 1014 

 15. The local board has written processes or procedures and has identified 

standard assessment objectives and resources to support service delivery 

strategies at one-stop centers and, as applicable, affiliate sites. 

WorkSource System Policies 1011 and 

1016; WTECB State Assessment Poli-

cy 

 16. All partners in the local workforce and education system described in 

this plan ensure the physical, programmatic and communications acces-

sibility of facilities, programs, services, technology and materials in one-

stop centers for individuals with disabilities.  

WIOA Section 188; 29 CFR parts 

37.7-37.9; 20 CFR 652.8(j)  

 17. The local board ensures that outreach is provided to populations and sub-

populations who can benefit from one-stop services.  

WIOA Section 188; 29 CFR 37.42  

 18. The local board implements universal access to programs and activities 

to individuals through reasonable recruitment targeting, outreach efforts, 

assessments, service delivery, partner development, and numeric goals.  

WIOA Section 188; 29 CFR 37.42  

 19. The local board complies with the nondiscrimination provisions of Sec-

tion 188, and assures that Methods of Administration were developed 

and implemented. 

WIOA Section 188; 29 CFR 

37.54(a)(1); WIOA Policy 5402, Revi-

sion 1; WorkSource System Policy 

1012, Revision 1  

 20. The local board collects and maintains data necessary to show compli-

ance with nondiscrimination provisions of Section 188. 

WIOA Section 185; 29 CFR 37.37; 

WIOA Policy 5402, Revision 1; 

WorkSource System Policy 1012, Re-

vision 1 

 21. The local board complies with restrictions governing the use of federal 

funds for political activities, the use of the one-stop environment for po-

litical activities, and the local board complies with the applicable certifi-

cation and disclosure requirements 

WorkSource System Policy 1018; 2 

CFR Part 225 Appendix B; 2 CFR Part 

230 Appendix B; 48 CFR 31.205-22; 

RCW 42.52.180; TEGL 2-12; 29 CFR 

Part 93.100 

 22. The local board ensures that one-stop MSFW and business services staff, 

along with the Migrant and Seasonal Farm Worker program partner 

agency, will continue to provide services to agricultural employers and 

MSFWs that are demand-driven and consistent with ESD’s mission. 

WIOA Section 167 

 23. The local board follows confidentiality requirements for wage and edu-

cation records as required by the Family Educational Rights and Privacy 

Act of 1974 (FERPA), as amended, WIOA, and applicable Departmental 

regulations.  

WIOA Sections 116(i)(3) and 

185(a)(4); 20 USC 1232g; proposed 20 

CFR 677.175 and 20 CFR part 603 

  Administration of Funds References 

 24. The local board has a written policy and procedures to competitively 

award grants and contracts for WIOA Title I activities (or applicable 

federal waiver), including a process to be used to procure training ser-

vices made as exceptions to the Individual Training Account process.  

WIOA Section 108(b)(16); proposed 

20 CFR 679.560(a)(15); WIOA Title I 

Policy 5601; WIOA Section 

134(c)(3)(G); proposed 20 CFR 

680.300-310 

 25. The local board has accounting systems that follow current Generally 

Accepted Accounting Principles (GAAP) and written fiscal-controls and 

fund-accounting procedures and ensures such procedures are followed to 

insure proper disbursement and accounting of WIOA adult, dislocated 

worker, and youth program and the Wagner-Peyser Act funds.  

WIOA Section 108(b)(15), WIOA Ti-

tle I Policy 5230; WIOA Title I Policy 

5250 
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 26. The local board ensures compliance with the uniform administrative re-

quirements under WIOA through annual, on-site monitoring of each lo-

cal sub-recipient.  

WIOA Section 184(a)(3); proposed 20 

CFR 683.200, 683.300, and 683.400-

410; WIOA Policy 5230 

 27. The local board has a local allowable cost and prior approval policy that 

includes a process for the approval of expenditures of $5,000 or more for 

equipment requested by subcontractors. 

WIOA Title I Policy 5260 

 28. The local board has a written debt collection policy and procedures that 

conforms with state and federal requirements and a process for maintain-

ing a permanent record of all debt collection cases that supports the deci-

sions made and documents the actions taken with respect to debt collec-

tion, restoration, or other debt resolution activities.   

WIOA Section 184(c); 20 CFR Part 

652; proposed 20 CFR 683.410(a), 

683.420(a), 683.750; WIOA Title I 

Policy 5265 

 29. The local board has a written policy and procedures for ensuring man-

agement and inventory of all properties obtained using WIOA funds, in-

cluding property purchased with JTPA or WIA funds and transferred to 

WIOA, and that comply with WIOA, Washington State Office of Finan-

cial Management (OFM) and, in the cases of local government, Local 

Government Property Acquisition policies. 

WIOA Section 184(a)(2)(A); proposed 

20 CFR 683.200 and 683.220; OMB 

Uniform Administrative Guidance; 

Generally Accepted Accounting Pro-

cedures (GAAP); WIOA Title I Policy 

5407 

 30. The local board will not use funds received under WIOA to assist, pro-

mote, or deter union organizing.  

WIOA Section 181(b)(7); proposed 20 

CFR 680.850 

 Eligibility References 

 31. The local board has a written policy and procedures that ensure adequate 

and correct determinations of eligibility for WIOA-funded basic career 

services and qualifications for enrollment of adults, dislocated workers, 

and youth in WIOA-funded individualized career services and training 

services, consistent with state policy on eligibility and priority of service. 

Proposed 20 CFR Part 680 Subparts A 

and B; proposed 20 CFR Part 681 

Subpart A; WorkSource System Policy 

1019, Revision 1 

 32. The local board has a written policy and procedures for awarding Indi-

vidual Training Accounts to eligible adults, dislocated workers, and 

youth receiving WIOA Title I training services, including dollar and/or 

duration limit(s), limits on the number of times an individual may modi-

fy an ITA, and how ITAs will be obligated and authorized. 

WIOA Section 134(c)(3)(G); Proposed 

20 CFR 680.300-320; WIOA Title I 

Policy 5601 

 33. The local board has a written policy and procedures that establish inter-

nal controls, documentation requirements, and leveraging and coordina-

tion of other community resources when providing supportive services 

and, as applicable, needs-related payments to eligible adult, dislocated 

workers, and youth enrolled in WIOA Title I programs. 

WIOA Sections 129(c)(2)(G) and 

134(d)(2); proposed 20 CFR 680.900-

970; proposed 20 CFR 681.570; 

WorkSource System Policy 1019, Re-

vision 1 

 34. The local board has a written policy for priority of service at its Work-

Source centers and, as applicable, affiliate sites and for local workforce 

providers that ensures veterans and eligible spouses are identified at the 

point of entry, made aware of their entitlement to priority of service, and 

provided information on the array of employment, training and place-

ment services and eligibility requirements for those programs or ser-

vices.   

Jobs for Veterans Act; Veterans’ Bene-

fits, Health Care, and Information 

Technology Act; 20 CFR 1010; TEGL 

10-09; Veterans Program Letter 07-09; 

WorkSource System Policy 1009 Re-

vision 1 
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Attachment G: Regional/Local Integrated Workforce Plan Certification 
 

This section of the Regional /Local Integrated Workforce Plan serves as the LWDB’s certification 
that it complies with all required components of Title I of the Workforce Innovation and Oppor-
tunity Act and Wagner-Peyser Act and must be signed by authorized officials. 
 
Please customize this signature page to accommodate your CLEO structure (i.e., local areas that 
require more than one local chief elected official signature). 

 
The Local Workforce Development Board for North Central Workforce Development Area certi-
fies that it complies with all required components of Title I of the Workforce Innovation and 
Opportunity Act and Wagner-Peyser Act and plan development guidelines adopted by the State 
Workforce Development Board.  The LWDB also assures that funds will be spent in accordance 
with the Workforce Innovation and Opportunity Act, Wagner-Peyser Act, and their regulations, 
written U.S. Department of Labor guidance implementing these laws, Office of Management 
and Budget circulars, and all other applicable federal and state laws and regulations.  

 

 

 

 

Local Chief Elected Official(s) 

 

 

 

 

Date 

 

 

 

 

 

Local Workforce Development Board Chair 

 

 

 

 

Date  
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Attachment H: Public Comment 
 

Describe the Council’s public review and comment process. The description should specify the 
public comment duration and the various methods used to seek input (e.g., web-posts, newspa-
pers, e-mail, web-posting, events/forums and plan development workgroups.  Also include any 
comments that represent points of disagreement with the plan. 
 

Workforce Investment, Wagner Peyser, One Stop partners and WDC Board Members in the NC 
WDA met together to provide input and drafted the plan jointly.  WDC Committees and Board 
members including County Commissioners met March 8-9 & 18, 2016 to review system 
performance on State Core Measures and hear presentations from various One Stop Partners 
including: Wagner Peyser, Post-Secondary Education, Department of Vocational Rehabilitation, 
Adult Education, Workforce Investment and Employer Sponsored Training. This information 
was used to adjust system priorities, goals, objectives and strategies. WDC Board members will 
provide additional input at their committee meetings on May 23-25 and with final approval on 
June 7, 2016.   
 
The Core Four partners met in each sub area on March 31, April 5 and April 12 to discuss 
resource and service alignment, enhanced access and service collaboration. These and other 
workforce system partners provided a written analysis of their programs' strengths, challenges 
and service capacity for Section II.  North Central WDC staff also reviewed the 15-16 program 
outcome numbers and considered them while finalizing the 2016-2020 Local Integrated 
Workforce Plan.  
 
In addition to the concentrated effort of this document, the North Central One Stop Operators 
meet regularly to plan and coordinate services at their specific locations.   Frontline partner 
staff works together on a daily basis.  Much of the information included in this plan is directly 
related to the work on multiple levels of the partnership.   
 
This plan will be made available to the public via posting on the WDC fiscal agent website 
(www.skillsource.org) Monday May 2, 2016 and a notice will be published in the daily 
newspapers (The Wenatchee World and Columbia Basin Herald) April 30th directing interested 
persons to the website location, or to a WorkSource Center/Affiliate to view a printed version. 
Local Board members and One-Stop partners will be notified by email that the draft plan is 
available for review and comment through May 31st, 2016.   Comments will be reviewed and 
incorporated in the final draft as appropriate.   
 
The WDC committees will review the draft Integrated Plan on May 23-25, 2016 and the full 
Board will take final action on June 7, 2016.   
 
  

http://www.skillsource.org/
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Attachment I: Proposed Performance Targets 
 

 
North Central local board staff proposed targets for the first year of WIOA performance. Upon further 
negotiation and State Board approval, targets will be updated with any subsequent changes.  

 

 
North Central Proposed WIOA Targets PY 16-17 & 17-18:   

   

  Employment 
Q2 

Median Earnings 
Employment 

Q4 
Credential 

Skill Gain 
(waived 1st 

year) 

 
Adult   

76.5%  $5558  74.2%  57.3%  NA 

 
Dislocated Worker   

83.6%  $6717  77.9%  56.2%  NA 

 
Youth   

56.5%  $2707  58.8%  55.0%  NA 

  
 

 

 


